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CHAPTER I

INTRODUCTION

Background
With the demise of the draft in 1973, the Un{fted

States Military entered a new era characterfzed by the All
Volunteer Force (AVF). With fncreased reliance on volunteers
to provide the required manpower for the nation's military
services, the problem of "strength maintenance" became a
paramount issue. The main presumption of the AVF was that,
with longer-term enlistments and professionally committed
service members, personnel turnover would be greatly reduced
(Moskos, 1977). This has not been the case, resulting in a
structural weakening of the United States defense capability
("AFA Policy Paper," 1979).

Traditionally, a mil{tary man or woman who reenlisted
or an officer who elected to stay on past his or her initial
obligation was l1ikely to be a careerist ("AFA Policy Paper,”
1979). This is no longer true. Trained middle managers,
currently the layered area where the greatest manpower short-
ages exist in the Air Force (AF), are departing in increasing
numbers. Recruitment and retention problems now affect the

entire spectrum of manpowevr, both officer and enlisted.




The severity of recruiting and retention problems has

been less for the AF than the other services ('AFA Policy
Paper," 1979). Mevertheless, the AF faces the most serious
manpower problems in its history (“AFA Policy Paper," 1979).
Among officers, the most critical retention problems are with
pilots, navigators, scientists and engineers, and medical
personnel.

For the past few years, AF pilots and navigators have
been leaving the military in record numbers as they opt for
more lTucrative jobs in private fndustry (Davis, 1981). Cur-
rent retention rates are 42 percent for pilots and 62 percent
for navigators, resulting in projected shortages for fiscai
Year (fY) 83 of 1732 and 865 persons respectively ("Officer
Retention Up," 1981). Despite recent improvements in military
compensation and a decrease in the number of attractive civil-

fan jobs, shortages of rated members remain,

- T s e A e

Scientific and Engineering (S&E) officers are in great
demand for their expertise in both the Air Force and the
civilian marketplace. Manx Jobs in private industry typicallx
tend to offer much better salaries and benefits than the mil-
itary. The S&E officer shortage {s presently reducing America's
military preparedness and may eliminate our technological edge
over the Soviet Union (Scfentist Shortage,” 1982). This short-

age has also caused a severe drop in the experience level among

-

b actfive duty S&E officers. Currently there {s a shortage of

B
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middle managers (Captains and above) and an overage among the
relatively {nexperienced Lieutenants (Gates, 1980). The i

present retention rate for S&E officers is 47 percent and a

shortage of 1127 S&E officers is predicted in FY 83. The
greatest shortages are in Developmental Engineering, Communi-
cations-Electronics, and Civil Engineering. In a comprehen-

sive study ordered by the Undersecretary of Defense Research ;

and Engineering, it was predicted that the national shortfall
of engineers will total 114,000 over the next ten years
("Scientist Shortage," 1982}.

Air Force physicians are also in short supply due to
the atfractiveness of higher paying civilian jobs. Currently,
the AF is experiencing manning problems {n eleven medical
specialties. Of these the most severe shortages are in Surgery,
Urology, Hematology/Oncology, Rheumatology, and Neonatology.

In these areas shortages range from 26 to 27 percent of author-
ized manning (Bircher, 1981).

In the enlisted ranks, recruiting and retention prob-
Tems are distributed across many skills and grades, especially
in the five and seven skill levels. In some areas the short-
ages have seriously impaired the ability of the Air Force to
accomplish its primary mission, defense of the United States

and {ts' allies. For example 80 percent of the current

shortage of 11,300 are in the Afrcraft Maintenance Air Force

Specfalty Codes {AFSCs) (Newman, 1981). The Afr Force maintains




a Chronic Critical Shortage (CCS)} 1ist which fncludes those

AFSCs deemed to be critically short of people, thus signifi- ;
cantly impacting mission capability. Presently there are 65
AFSCs on the CCS list (Newman, 1981),

In a recent Airman Exit Report Survey conducted by

AF Mi{litary Personnel Center (AF MPC], 1052 afrmen leaving
the service between January and March 1981 reported their
reasons for separating ("Afr Force M{ilitary Center,™ 1981).
Eighty percent of those exiting were first term airmen and
67 percent of these airmen were in the grade of E-4. The
report indicated three dominant issues contributing to the
separation decision: perceived highe~ pay in civilian jobs,
dissatisfaction with AF pay, and low job satisfaction,

The increasing awareness of the "plight™ of the
military and its effect on national security has resulted in
Congressional and Presidential efforts aimed at fmproving

recruiting and retention. General Lew Allen, Jr., USAF Chief

Te - e e w  ape

of Staff made the following comments:

It {s clear that the nation paid a severe price,

in the form of losses of experienced personnel, for
allowing military pay to erode to levels unacceptable
for many career servicemen. I hope that this lesson
has been well understood and that the needs of military
members and their families will be better tended...
This renewed public interest has been demonstrated by
the present Administration's commitment to rebuild the

' American defenses. These commitments are reflected in
¥ the large scale defense i{mprovements currently being
fnftiated. The first and foremost priority must be
oriented toward attracting and retai{ning quality people,
3 Dedfcated and committed professfonals are the essential
foundation of a strong and ready combat force (Allen, 1981).

- 4 . N Y e e
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Despite a new awareness of military retention problems
at executive levels, and despite new programs and incentives,
projections call for continued shortages in many critical areas.
As new and more complicated weapon systems enter the inventory,
the demand for the quality and number of peo;le to operate
and maintain them will fncrease. In order to meet the increased
requirements of the future, the A{r Force will have to achieve
extraordinary retention and recruiting levels and receive

support from all levels of government.

Problem Statement and Research Objectives

An urgent need exists to determine the causes of quali-
fied officer and enlisted personnel turnover in the Air Force.
For our purposes, career decision is defined as the decision
to voluntarily remain in or withdraw from a military career.
Therefore, the objectfves of this study will be to: (1) deter-
mine the factors that have influenced the career decision of
qualified officers; specifically pilots, navigators, scientists
and engineers, and medical personnel; (2) determine the factors
that have influenced the career decisfon of qualified enlisted
personnel in certafn afrcraft maintenance specialities; (3)
identify what factors within each of the above personnel cat-
egories have changed between 1977 and 1980; and (4) make

recommendations based on the findings on this study.




Justification for the Research

One of the main presumptions of the AIl Volunteer
Force was that, with longer term enlistments and profession-
ally committed service members, there would be less personnel
turnover than in a military system which was heavily reliant
on conscriptees and draft motivated volunteers (Moskos, 1977).
This has not been the case. The trend has been Jusf the oppo-
site, involving low recruitment rates and increasingly higher

turnover rates. When viewed in relation to our nation's

declining manpower pool, the problem {intensifies.

It is estimated by 1985 that the number of eighteen-
year-0ld males will have declined by more than 300,000, which
is 15 percent less thaﬁ in 1976, By 1992, the decline is
projected to be more than 500,000, which is 25 percent fewer é

than in 1976 (Davis, 1981). This means the Department of %l
Defense (DOD) will be in greater competition with industry,

thus generating more complex demands on our nation's armed

forces in the coming years. It {s essential to gain an under-

standing of those factors contributing to this unacceptable {
level of military attrition {n critical officer and enlisted

areas,

Assumptions and Limftations
Assumptions. The assumptions on which this research

is based include the following: . |

Assumptfon 1. Career intent is dependent on a
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relatively small number of var{ahles which can be isolated

from a large set of variables by statistical analysis.
Assumption 2. The survey respondents were responsible !

people and their responses to the survey questions were honest,

valid, and unbias.

Assumption 3. Those completing and returning the
survey are representative of the total Air Force population.
Most of the personnel categories involved in this study were
represented by sample sizes in excess of 100, which should
negate most of the problems assocfated with small samples
(ncl00}).

Limitations. As with any research effort, this one
may be affected by certain limitations., One limitation
results from the fact that survey respondents can only
answer the questions asked with the response alternatives
provided. These answers may not reflect the respondent's
exact or true feeling, attitude, or opinion.

Although most of the personnel categories studied

were represented by large sample sizes (n>100), there were

exceptions. From a total of 16 samples (eight categories
for each of two years, 1977 and 1980), eight samples were
small (n<100). Chapter III delineates the method employed

to minimize some of the problems associated with small

sample s{izes.




Individuals taking the survey were guaranteed ano-
nymity. While advantageous as an inducement for open, frank,
and honest responses, it prohibited any follow-up data collec- 1

tion, i.e., did the member leave or stay in the service? . j

- e oy
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CHAPTER II

LITERATURE REVIEW

Introduction

People join organizations for many reasons and often
withdraw from these organizations for equally as many reasons
(LaRocco, 1977). In the study of organizational science,
turnover is categorized as a type of withdrawal behavior
resulting in an individuals complete separation from an organ- ]
ization (Albanese, 1981). This study focuses on voluntary,
self-initiated turnover rather than on organization-initiated
terminations, Price defines voluntary turnover as, "...indi-
vidual movement across the membership boundary of a social

system which is initiated by the individual®™ (Price, 1977]}.

In the context o~ this study, the term "turnover" will be
synonymous with voluntary turnover.

Due to the significant fmpact on the organization, !
turnover has been the topic of many research studies (LaRocco,

1977; Martin, 1979, 1980; Mobley, et al,, 1978}. Most of these

studies examined the various factors causing turnover. Gener-
ally, turnover has a negative effect on the organization
{ (Lawler, 1971). Additional expense and loss in productivity

often result since replacements must be recrutted, trained,




and given time to gain proficiency on the job. The cost of
hiring and training a new employee may range from approximately o
$1000 for a clerk to nearly $500,000 for a combat ready fighter
pilot (Kraut, 1975).

This chapter discusses several important aspects o;
current turnover research. First, the issue concerning the
use of career intent as a valid criterion variable in turnover
studies is discussed. Second, several prominent models which
have been proposed for predicting employee turnover are pre-
sented along with supportive evidence from the literature.
Finally, relevant DOD reports and research in the area of

voluntary turnover are discussed.

Career Intent

Intent to remain or career intent is a behavioral ]

attitude that expresses the degree to which an individual
plans to remain a member of an organization. In recent years
increasing numbers of predictive studies have used career
intent as a substitute for actual turnover (Jamal, 1981;
Martin, 1977, 1979, 1980; Nicholson, Wall and Lischeron, 1977;
Shiflett, 1980; Young, 1980). As a result of this research,
considerable evidence attests to the predictive power of
career intent over other variables., Studies examining the
relatfonship between intention and actual behavior found sig-
nificant correlations between expressed intentions and conse-

quent actions (Alley and Gould, 1475; Kraut, 1978).
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Martin (198Q0) contends there are three reasons that
Justify the use of career intent as a surrogate for actual
turnover., First, career intent has been shown to be a reliable
predictor of turnover in numerous research efforts (Atchinson
and Lefferts, 1972; Shenk and Wilborn, 1971; and Price and
Bluedorn, 1977). Second, the use of career intent in research

is less expensive than collecting actual turnover data.

Intent to leave is an attitudinal variable which can be col-
lected spontaneously by a questionnaire or interviews over

time. The cost incurred are in questionnaire preparation f
and collection and in data analysis and reporting. Finally,

career intent is an appropriate criterion becuase it allows

management to identify and change controllable factors which
result in turnover.

In response to a questionnaire asking if career intent
is a good surrogate of actual turnover, Dr. Willaim Alley,
Chief of the Force Utilization Branch, AF Human Resources
Laboratory, Brooks AFB Texas, replied:

Yes, particularily if the time intervening between
intentions and actfons is short. We have found signi-
ficant predictive relationships as long as three years
prior to the reenlistment point. Things are even better
at two years and better yet at one year or less. 1In
some ways career intent {s a more desirable measure to
use than actual turnover. It is clearer to interpret
because it represents the individual's inclination to
remain., Actual decisions often include other consider-
ations external to the incumbent (e.g., AF polictes,
economic trends, etc.) which could hinder clear inter-
pretation of the findfngs (Alley, 1982).




Nicholsan, et al, (1977} also support the use of career

intent as a criterion variable, By treating intent as an atti-
tudinal variable, they argue that the measure focuses on the
motivation to leave., Since people consider whether or not to
leave an organization much more frequently than the actual
occurrence, it is beneficial to Took at this {ndividualistic
ettitude in order to identify and change influencing factors.
During the Stoloff, Lockman, Allbritton, and McKinley
(1972) study of the reenlistment intentions of first term J

Navy enlistees it was found advantageous to use career intent

when faced with time constraints. Since only a small number
of enlistees face the reenlistment decision at any one time,
the research would have had to span a year or more so that
sufficient data could be collected. To overcome this delay,
Stoloff and associates decided to substitute the reenlistment
intention as the dependent variable, They felt it was suitable
since it was "equally predictable and tended to be explained
by more or less the same factors as reenlistment behavior when
both measures are ava{lable," (Stoloff, et al., 1972). Simi-
larly, Young's (1980) study employed career intent as the
criterion in a turnover study with data collected from the
1977 and 1980 Air Force Quality of Life Survey (McNichols,
Manley, and Stahl, 1980).

Summary. Research has shown the usefulness of career

intent as a surrogate for turnover. Justification for ut{lizing
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career intent as the dependent variahle can be bhased on the
predictive records of past studies, the associated cost/saving
beneftt, time constraint considerations, and the availability
of actual turnover data. It is the contention of the authors
that career intent is an acceptable alternative to actual turn-
over and might be used since managers are concerned with

identifying and changing those factors which influence turnover.

Theoretical Models

For many years researchers and managers have been {inter-
ested in the antecedents or determinants of turnover. Most of
the empirical research has focused on demographic variables
and job satisfaction as correlates of turnover (Mobley, 1982).
The behavioral research has established a consistent, although
generally weak, correlation between job satisfaction and turn-
over (Brayfield and Crockett, 1955; Locke, 1976; Porter and
Steers, 1973; and Vroom, 1964). A number of authors have
advocated abandoning continuation of this bivariate empirical
approach since it is conceptually simplistic and empirically
deficient for understanding the employee turnover process
(Mobley, et al., 1979). Emphasis has recently focused on
the development of conceptual models of the process of
turnover fn an attempt to move beyond the satisfactione
turn-over relatfonship. A number of authors have developed

conceptual models of turnover as a process. They include

!
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March and Simon (1958), Mobley (1977); Mobley et al. (1979),
Price (1977), Steers (1977}, and Martin (1979). These authors !
integrate the broad spectrum of antecedents and interrelation-
ships into explanatory concepts which help to better understand
the elements involved in the turnover decision. These models
are the subject of this chapter.

March and Simon's Model. The Participation Model

presented by March and Simon (1958) centers around the postu-
late of organizational equilibrium. This postulate states
that a participant will continue participation in an organiza-
tion only as long as the inducements are greater than the
expected contributions (March and Simon, 1958). Inducements

are payments made by the organization to its participants in

the form of wages. Contributions are payments the participant
makes to the organization in the form of work. It is postu-
lated that as the balance of inducements increase over
contributions, there is a decrease in the propensity of the
fndividual to leave the organization. A decrease in the
inducements over contributions is believed to have the
opposite effect.

The inducement-contribution balance is a function of

two major components: percefved ease of movement from the

organizatfion and the perceived desirability of leaving the

organization.

14




March and Simon assumed that the perceived ease of

movement for a worker depends on the availabiflity of jobs that
he {s qualified to work. The greater the number of perceived
extraorganizational alternatives, the greater the perceived
ease of movement from the organization. Extraorganizational
alternatives are dafined as the number of organizations a

worker could be employed at. Factors that influence the

perceived extraorganizational alternatives available to the
worker are (March and Simon, 1958): (1) level of business
activities; (2) perceived availability of outside alternatives;
(3) visibility of the participant to other organizations;

(4) propensity to search; (5) number of organizations visible
to the participant; and (6) personal characteristics of the
pa}ticipant.

March and Simon felt that an individual's perceived

———

desirability to leave an organization is a function of his/her
job satisfaction and the perceived possibility of intraorgan-
fzational transfer, It is believed that the greater the
individual's job satisfaction, the less the perceived desira-
bility of movement. Job satisfaction is influenced by three
factors: conformity of the job to the self characterization
held by the individual, predictability of instrumental rela-
tionships on the job, and compatability of work requirements
with the requirements of other roles (March and Simon, 1958).

It is also assumed that the greater perceived possibility of

15
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intraorganizational transfers, the greater the perceived
desirab{lity of movement. The possibility of intraorganiza-
tional transfer {s influenced by the size of the organization
(March and Simon, 1958). The larger the size of the organiza-
tion, than the greater the possibility of an intraorganiza-
tional transfer,.

Figures 1la and 1b {llustrate the two major components
of the model and the factors which influence each,

Studies directly evaluating March and Simon's model
are nonexistent in the literature. However, there is exten-
sive empirical evidence supporting many of the concepts
posited in the model. The work of March and Simon laid the
foundation for many of the turnover models found in the
literature today. These models have incorporated many of the
concepts described by March and Simon (Mobley, 1977, 1978,
1979; Martin, 1979).

Mobley's Models. Mobley's models of the employee

withdrawal process were motivated by a study of Porter and
Stears (1973) in which they concluded that more emphasis was
needed on the psychology of the withdrawal process (Mobley,
1977). In agreement with this conclusion, Mobley proposed
a heuristic model depicting the employee withdrawal decision
process which {dentifies a variety of possible precursors of
employee turnover. The model is {llustrated in Figure 2a.

The model suggests that there are a number of possible mediating

16
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Figqure la: Major Factors Affecting Perceived Desirabdility
of “ovement (Yarch and Simon, 1958)
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steps between dissatisfaction and actual quitting. It also
implies there are several important considerations, not directly
in the model, which may elicit behavior at a particular step.
The following year, Mobley, Horner, and Hollingsworth
(1978) proposed a simplified versfon of Mobley's heuristic
model. The nature of this simplified model suggests that a
variety of cognitive and behavioral phenomena are occurring
between the emotional experience of job dissatisfaction and :
the withdrawal behavior (Mobley, et al., 1978)., It is implied |
that job dissatisfaction stimulates thoughts of quitting lead-
ing to an evaluation of alternatives, intention to quit, and

the withdrawal decision., The model is {llustrated in Figure 2b,

The effectiveness of the simplified model was tested
by Mobley, et a1.(1978) in a field study conducted to predict
turnover of hospital employees. Two additional variables,
age and tenure, were included {n the model for this study and
were hypothesized as having an indirect affect on turnover
through job satisfaction and the probability of finding an
acceptable alternative, Survey data was collected from 203
full-time employees working in a southeastern urban hospital.
Forty seven weeks later, the actual turnover data was obtained
from hospital records and analyzed by regression analysis.
The resulits revealed that i{ntent to quit exhibited the only
sfgnificant standardized regression coefficient with actual

turnover, .58 at the .01 significance level. Intent to search

20
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Turnovar “Yodel
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exhibited the strongest coefficient with intent to quit, .56

at the .01 significance level., The strongest standardized
regression coefficient for intent to search was with thinking
of quitting, .44 at the .01 significance level. Job satis-
faction exhibited the highest standardized regression coeffic-
ient with thinking of quitting (-.54) and with intentions (.05)
rather than with actual turnover (-.01). Finally, the proba-
bility of finding acceptable alternatives exhibited a weak
but significant standardized coefficient (.13) with thinking
of quitting, a relationship not previously predicted by the
model.

The internal consistency of Mobley's simplified turn-
over model was tested by Miller, Katerberg, and Hulin (1979)
using data from two independent military samples. The model
was operationalized by collapsing the seven variables into
four more general constructs: withdrawal behavior (turnover),
withdrawal cognitions (intention to quit, intention to search,
thinking of quitting), job satisfaction, and career mobility
(age, tenure, probability of finding an acceptable alternative).
The advantage of grouping the variables tended to make the
results more consistent with the model's predictions, and to
enhance the reliabflity of the hypothesized constructs (Miller,
et al., 1979). Analysis of fhe data, using hierarchical
regression procedures supported the four-construct model.
Jab satisfaction and career mob{l{ty {nfluenced turnover only

through withdrawal cognftions. Relatfons among the specific

22




measures were shown to fit moderately well with Tinks hypothe-

sized by Mobley et al. (1978). The overall results indicated
the model had good predictive validity and a moderate internal
consistency (Miller, et al., 1979).

Price's Model. Price (1977) conceptualizes the turn-

over process as an interrelationship of determinants, inter-
vening variables, and correlates. He identifies nine
determinants as follows: pay, integration, instrumental
communications, formal communications, centralization, routin-
ization, professionalism, upward mobility, and distributive
justice. The two variables which intervene between the
determinants and turnover are satisfaction and opportunity.
The model is illustrated in Figure 3 along with the causal
relationships. The model also shows that the two intervening
variables occur at different times; satisfaction must precede
opportunity. In addition to his nine determinants, Price
identified nine correlates which affect the turnover decision
and he classified them (based on the amount of supportive
evidence present) as strong, medium, and weak. The nine

correlates are categorized as follows:

STRONG MEDIUM WEAK
Length of Service Level of Skill Education
Age Blue/Hhite Collar Manager/Non-
Level of Empioyment Workers Manager
Country Government/Non-

Government




P

Pay _¢+

Integration *

Instrumental Communication *

Formal Communication +

Opportunity -

l

Centralization -

—

b—> Satisfaction+—> Turnover

Professionalism -

Routinization _-

Upward Mobility _+

pistributive Justice +

Figure 3: Price's (1977) Turnover “odel
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In a study conducted to investigate supervisory
behavior and employee turnover, the following determinants
of Price's model were used: pay, communications, and inte-
gration (Krackhardt, McKenna, Porter, and Steers, 1981}.
Pay 1is defined as the money, fringe benefits, and other com-
modities that have financial value which the organization
gives to employees in return for their service (Price, 1977).
Communication i{s the transmission of information to organiza-
tional members. Integration is the extent of participation

and/or quasi-primary relatfonships among employees of the

organfization (Price, 1977). The objective of the study was
| to determine the extent to which these three variables could

be manipulated by the supervisor to provide a change in turn-

over rates. It was found that supervisory interaction

(manipulation) with an employee's pay, integration, and com-

[

munication could produce changes in turnover rates (Krackhardt,
} et al., 1981), Supervisors who did not interact with the

' employees generally contributed to higher turnover rates.

In a study predicting voluntary and involuntary

turnover using absenteeism and performance indices, Stumpf

and Dawley (1981) found that education was not useful for
predicting voluntary and involuntary turnover. The reader

will recall that education was cited by Price to be a weak

correlate. They concluded that more varfables, both dependent




and independent, need to be added to conceptual models in
order to predict voluntary and involuntary turnover,

Steer's Maodel. The concept of organizational commit-

ment is defined as the relative strength of an individual's
identification with, and involvement in, a particular organi-
zation. In recent years, research has shown this concept to
be a better predictor of turnover than job satisfaction
(Steers, 1977). Steers® organfzational commitment model
focuses on the antecedents and consequences of organization
commitment in order to explain the behavioral outcomes of
commitment. The model is composed of two parts: antecedents
of commitment and outcomes of commitment.

The antecedents of commitment are influences that
are found in the work environment. These can be grouped
into three main categories: personal characteristics, job
characteristics, and work experfence (Steers, 1977}, Per-
sonal characteristics consist of those variables which define
the individual, such as age, education, and need for achieve-
ment. Job characteristics include such influences as job
challenge, opportunities for social interaction, and the
amount of feedback provided on the job. Work experiences that
influence commitment include group att{tudes toward the organ-
fzatfon, organizational dependability and trust, perceptions
of personal fnvestment in and personal importance to an

organization, and rewards ar the realizatfon of expectations.
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In the second component of the model, outcomes of

commitment, Steers hypothesizes that commitment leads to
several specific behavioral outcomes. These outcomes are the
desire and intent to remain with the organization, attendance,
retention and job performance. Figure 4 illustrates Steers'
organizational commitment model.

A cross validation study of the model was conducted
by Steers (1977) using two diverse samples of employees in
separate organizations. The first sample consisted of 382
hospital employees who held a variety of technical and non-
technical jobs. The second sample consisted of 119 research
scientists and engineers employed by a major research labor-
atory. In both samples, questionnaires were administered which
measured the variables of personal characteristics, work expe-
riences, organizational commitment, desire and intent to
remain, and performance behavior,

Analysis of the data revealed that all three sets of
antecedents were significantly related to commitment thus
supporting the first part of the model. It was found that
work experiences were more closely associated with commitment
than personal or job characteristics for both samples. The
second component of the model was only partially supported.
Strong support was found for the proposition that commitment

is assocfated with increases in an employee's desire and

{ntent to remafn., Commitment was also found to be significantly
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Fiqure 4: Steers’ (1977) Organizational
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and inversely related to employee turnover. Commitment was
related to attendance for one sample but not the other, while
no direct or consistent association was found between commit-
ment and job performance for these samples., Commitment was
influenced in both samples by the need for achievement, group
attitudes toward the organization, education (inversely],
organizational dependability, perceived personal importance
to the organization and task identity (Steers, 1977).

Porter, Steers, Mowday, and Boulian (1974) tested
the predictive ability of organizational commitment and job
satisfaction in determining stayers and leavers in a sample

of psychiatric technician trainees. Surveys were administered

four times during the training period. Turnover occurred
only after the training period concluded. The results demon-
strated that organizational commitment predicted voluntary
resignation more accurately than job satisfaction across
several time periods.

A longitudinal study conducted by Porter, Crampon,
and Smith (1976), investigated the relationship between

organfizational commitment and turnover in manager{ial trainees
at Sears Roebuck Company. The results indfcated that those

trainees who voluntarily left the organization during the

initial fifteen month employment period had begun to show a
definite decline in their commitment to the organfzation

prior to actually leaving (Porter, et al., 1976). Organizattonal
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commitment appeared to be directly related to turnaver.

Spencer and Steers (198Q0) examined the influence of
personal factors and perceived work experience on employee
turnover and absenteeism. They found personal characteristics
to be better predictors of absence behavior than were work
experiences, uWith respect to work experiences, only perceived
organizational dependability was significantly related to
turnover but not absenteeism,

Martin's Model. Martin's contextual model of intent

to leave i{s an integrated and expanded model for investigating
employee intentions to stay or leave an organization (Martin,
1979). Martin integrated research efforts that have focused
on determining the causes of employee intention to stay with
those efforts which have focused on determining the causes
of employee intention to leave. The model derived contains
ten determinants, two intervening variables, six demographic
varfables and intent to leave as the dependent variable.
The determinants are as follows: (1) pay, (2) fntegration,
(3) instrumental communications (performance feedback), (4)
formal communfcatfons, (5) central{zatfon of decisfon-making
authority, (6) routinfzatfon, (7) distr{butive justice, (8}
upward mobilfity, (9) community participation, and (10) work
commitment.

The first efght determinants presumably reflect the

social-psychological-motivational process by producing an
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{ndirect impact on intent by first acting on job satisfactfon
(Martin, 1979). Community participation and work commitment
have a direct motivational impact on intent. The two inter-
vening variables between the ffrst efght determinants and
intent to leave, are job satisfaction and opportunity. The
six demographic variables included in the model are: 1length
of service, age, education, occupation, marital status, and
sex, It is asserted by the model that these variables will
have motivational consequences for job satisfaction as well
as intent (Martin, 1979). The model is illustrated in Figure
5 along with the causal relationships.

The predictive ability of Martin's model was tested
at a medium size, midwestern service organizatfion that markets
educational programs and services. Data collected from 177
full-time employees was analyzed by multiple regression and
path analysis. The results revealed that four structural/
process variables (upward mobility, distributive justice,
instrumental communications, and routinization), one environ-
mental variable {(opportunity), one mediative varfable (job
satisfaction), and four demographic veriables (occupatifon,
age, education, and sex) were statistically significant {n
affecting the employees intent to leave decisions (Martin, 1979).
0f these ten significant variables, only the occupation pro-

position did not follow the posited causal direction shown

in the model. Opportunity produced a direct effect on job
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Ffgure 5: Martin's Model of Intent to Leave (Martin, 1979)
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satisfaction rather than the posited {nteractive effect with
job satisfaction. The overall predictive power of the model,
although rather low (R%=.16), seems to compare favorably with
other "intention research" reviewed by Martin.

Summary. Current literature shows that conceptual

models are making important contributions to the understanding
of employee turnover. They move beyond the satisfaction-turn-
over relationship and attempt to describe turnover as an
interrelated process. The March and Simon model plays an
instrumental role in the development of many of the current
turnover models. The predictive capabilities of these models
show that the Mobley (1978) model predicted intentions and
actual behavior with a relatively higher degree of accuracy.
The organizational commitment model consistently predicted
turnover better than did job satisfaction. Intent to remain
was used fn all the models, although Mobley (1977, 1978}

used {t as an independent variable and others used {t as a
criterion variable (Martin, 1979; Young, 1980). All of the
models discussed il1lustrate the many important facets con-
sidered by various researchers in describing the turnover

process.

Relevant DOD Reports and Research

In an attempt to make "a good service better,” the

Air Force has conducted a series of surveys to measure the
attitudes of AF personnel toward a w{de variety of pcrsonnclf
program related {ssues (McNfchols, Manley, and Stahl, 1980}, ;
33
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These Quality of Air Force Life surveys ("HQ USAF,' 1975, 1977,

1980) that were administered to AF personnel in 1975, 1977, and 3
1980 were based on a model developed by the Air Force Manage- !
ment Improvement Group (AFMIG). The merI, comprised of nine
factors, {s illustrated in Fifgure 6. Results observed across
the three survey administrations show a progressively increas-
ing dissatisfaction with the economic aspects of military 1{fe
as well as small positive shifts fn satisfaction with some of 3
the non-economic factors such as work, leadership, supervision,
equity, and personal growth (McNichels, et al., 1980). Also
evident was a pronounced downward trend of intent to pursue

an AF career. The major reason given for this negative career

intent decision was dissatisfaction with pay and allowances. !
Overall, the measure of job satisfaction showed a slight
increase during the 1975-1980 period for both officers and
enlisted personnel (McNichols, et al., 1980).

An Airman Exit Survey conducted by AF MPC obtained
data from 1052 airmen leaving the AF between January and

March 1981, The dominant issue that affected the decisian

to exit the AF was pay. It was perceived that civilian jobs
offered higher pay, that the actual amount of AF pay was too
small, and that annual pay increases were too small ("AF
Military Personnel Center,” 1981). Statistics on the charac- o
teristics of the exiting airmen show that 85 percent were

males, 93 percent were {n the grades of E-4 to E-§, 43 percent

34




- v - - e

ECONOMIC STANDARD: Satisfaction of basic human needs such as
food, shelter, clothing; the abflfty to maintafn an acceptable
standard of 1iving.

ECONONMIC SECURITY: Guaranteed employment; retirement benefits;
insurance; protection for self and family.

FREE TIME: Amount, use, and scheduling of free time alone or
in voluntary associations with others; variety of activities
engaged in.

WORK: Doing work that {s personally meaningful and important;
pride in your work; job satisfaction; recognition for my
efforts and my accomplishments on the job.

LEADERSHIP/SUPERVISION: Has my {nterests and that of the Air
force at heart; keeps me {nformed; approachable and helpful
rather than critical; good knowledge of the job.

EQUITY: Equal opportunity {n the Af{r Force; a fair chance at
promotion; an even break in my job/assignment selections.

PERSONAL GROWTH: To be able to develop indfvidual capacitfes;
education/training; making full use of my abflities; the chance
to further my potential.

PERSONAL STAMNOING: To be treated with respect; prestige;
aign?ty; reputation; status,

HEALTH: Physical and mental well-befng of self and dependents;
having fllnesses and ailments detected, diagnosed, treated and
cured; quality and quantity of health care services provided.

Figqure 6: Factors of the Quality of Air Farce Life Mode!
(McHichols, et al., 1980}
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had never been married, 79 percent held second jobs, and 64
percent of those married had working spouses ("AF Military
Personnel Center,” 1981). The career intention section of

the exit survey indicated 43 percent of the exiting airmen
wanted to make the AF a career when they first entered, 30
percent were undecided, and 27 percent were definitely against
an AF career. The predominant reasons given for entering

the AF were the educational benefits and skills training.
Responses concerning the comparison of AF and civilian jobs
indicated that a majority of the exiting airmen believed

that they would have more say about what happens to them in
civilian jobs, and that the working conditions and supervision
would be better. The factors deemed most important (based

on the data) in keeping the afrmen in the AF were increased

pay, supervisor sensitivity, and i{mproved promotion opportunity

("AF Military Personnel Center," 1981).

A 1970 study conducted by the AF Human Resources
Laboratory (HRL), Lackland AFB Texas, {dentified several
factors relating to the retention of military scientists and
engineers (S&E) in the Afir Force. The results seem to sug-
gest that AF career orfented S&E officers may have a different
need structure than their non-AF career oriented counterparts.
The need for managing and applfed research characterized the
career oriented scientist, while the need for pure research
and scfentific achfevemeat character{zed the non-career ori-

ented scientist ("Personnel Research D{vision,' 1976). A
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decision to stay or to leave the Air Force is a career deci-
sion which may be related to active duty experiences. Career
oriented SA&E officers may start out career oriented and then
experience job assignments which simply sustain that orienta-
tion (“Personnel Research Division," 1970). Likewise the non-

career oriented S&E officer may simply perceive active duty

experiences as supporting their initial attitudes regarding

a military career. Therefore, this leaves only the initially

undecided group to be significantly influenced by their type

of active duty experiences. 5
In a study focusing on factors that influence the

retention of AF pilots in the six to eleven year group,

Gulich and Laakman (1980) found the most significant deter-
minant of turnover to be assignment policies. It was con-
cluded that a positive change in the assignment policy (one
which allows a member more input into and stability in his
assignment) might have influenred between 12 and 19 percent
of the 94 pilots who left the military, to remain on active
duty (Gulich and Laakman, 1980).

Summary. Studies conducted within the DOD have shown

that AF personnel leave the military for many reasons. The

Quality of Air Force Life survey results indicate increasing
dissatisfaction with the economic sfituation of the AF, although
small positive shifts w~'e evident in several non-economic

areas. A survey conducted by AF MPC of 1052 airmen leaving
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the Air Force indicated the most impartant factors influencing
their career decisions were pay, supervision, and the promotion
system, An AF HRL study concluded that a career orfented S&E
officer is characterized by the need for managing and applied
research and the decision to stay or to leave the AF is related
to active duty experiences. Finally, a retention study of AF
pilots in the six to eleven year group found that the most sig-
nificant determinant of turnover within the group was assign-
ment policy.

Based on the literature review presented in this chapter,

the following hypotheses are deemed appropriate for this study.

Hypotheses to be Tested

1. The factors that have influenced the career deci-

sion of each personnel category under investigation in 1977
are the same in 1980,

2. The relative importance of the factors influencing

the career decision of each personnel category under investi-
gation in 1977 i{s the same 1in 1980.1
3. The relative importance of the factors that have
influenced the career decision of each personnel category
under investigation do not differ between categories.
4., Demographic variables, specifically grade, years
F service, marftal status, sex, race, and educational level, are

important influences on the career decisfion,

1Relattve {mportance is defined as the rank order of
the varfables based on the magnitude of the F value.
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CHAPTER III

METHODOLOGY

Introduction

This chapter provides detailed descriptions of the
procedures and techniques employed to test the hypotheses and
to accomplish the research objectives presented in Chapter I.
The chapter is composed of five major sections. The first
provides general informatfon about the Quality of Air Force
Life (QOAFL) survey including a brief review of its develop-
ment. Section two addresses the data base by considering the
changes that have occurred in the basic survey since its
conception, and a weighting procedure designed to compensate
for survey bias. Section three develops the process of
selecting the subgroups of Air Force personnel upon which this
study focuses, followed by a discussion of the selection pro-
cess for the independent varfables utilized in the model
building. The fourth section identifies and delineates the
independent varfables. The final section presents the statis-
tical procedures, model selection criterfa, and anaiytical

techniques ut{l{zed throughout the study.

The Quality of Air Force Life Survey

Development. As mentioned {n Chapter I, with the
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inception of the A1l Valunteer Force (AVF) came the realfiza- ,
tion that major emphasis was needed in the areas of manpower
and personnel. For the Air Force, one related effort origin- ;
ated fn early 1975 when the then USAF Chief of Staff, General -
David Jones, established the Air Force Management Improvement |
Group (AFMIG). The charter given this group was to closely
examine Air Force "“people" programs with the intent of making
a good service better. Such an objective necessitated the
collection of data describing the attitudes of Air Force
personnel toward various Air Force programs and {ssues. To
satisfy this requirement, a series of survey efforts were
inftiated.

Since the surveys had tc capture many att{tudes and
perceptions concerning a diverse set of issues, preliminary
efforts centered around the development of a theoretically

based quality of workiife model which would provide a logical

structure for subsequent survey evolvement, The Quality of

Air Force Life (QOAFL) model resulted from these early efforts

and was adapted as a general framework for survey development.

The nine factors incorporated within the QOAFL model are
presented fn Chapter II (see Figure 6) (McNichols, Manley,
and Stahl, 1980},

& Questions and Response Sets. As the survey evolved,

questions designed to measure att{tudes associated with each

of the nine factors in the QOAFL model were {ncorporated.
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Table 1 specifies the number of different questions included
in the 1977 and 1980 surveys for each of the factors. Complete T
copies of both surveys are included in Appendix A.

From the beginning, AFMIG fncorporated questions that
were currently in use fn the field (e.g., the Hoppock Job
Satisfaction serfes] or developed their own under the auspices
of AFMIG members trained in survey development. All questions

on the survey were divided into two categories: attitudinal

and demographic measurements.
Each attitudinal question has a response set buiflt

around a Likert Scale., The possible different answers for |

each question vary from a high of 11 (A through K), as in
question 61 (1980 survey), to a low of four (A through D},
as {n question 26 (1980 survey).

Pilot Testing, Reliability, and Validity. With the

B ™

compilation of the initial survey in 1975, a very limited
pilot testing was conducted. The main constraint that pre-

vented more extensive testing was the time limitation forced

on AFMIG. After the survey was updated for errors discovered
in the pilot testing, 1t was administered on a full scale basis.
AFMIG was disbanded late in 1975 and many of {ts
o activities were fncorporated within other Air Force agencies
(McNichols, et al., 1980). Subsequently, the survey was

never subjected to a formal check for validity or reliabfliity.
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TABLE 1

The Number of Questions Assocfated With the
Factors of the 1977 and 1980 QOAFL Surveys

——— - W -

Factor 1977 1980
Economic Standard 2 9 '
Economic Security 29 7
Free Time 4 1
Work 32 52
Leadership/Supervision 49 10
Equity 7 5
Personal Growth 9 1
Personal Standing 7 4
Health 7 13

o Sy

Note: 1In 1977, the remaining 19 questions were
demographics. In 1980, categories of
questions not related to the QOAFL model
were fncluded, as well as 19 questions on ‘
demographics. The extra-model questions i
were not relevant to this study. .
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Survey Administration. In 1975, the fn{tfal QOAFL

survey was administered to a total of 38,858 people of which
11,111 were active duty Air Force personnel, The remaining
27,747 included Air Force civilian employees and spouses of
Air Force military personnel, Subsequently, with support
from the Air Force Institute of Technology, surveys were
administered in 1976, 1977, and 1980. The 1976 effort in-
volved only Air Force commanders. The 1977 and 1980 surveys
were administered across the entire spectrum of active duty
personnel in the grades of Afrman Basic (El) through Colonel
(06).

For each administratfon of the survey, participants
were selected randomly from the records of the Air Force
Manpower and Personnel Center (AFMPC} at Randolph AFB, Texas
(McNichols, 1982). Survey materials were distributed at
each participating Air Force installation by the local CBPO
Survey Control Officer/NCO. Completion of the survey was
strictly voluntary and the anonymity of each respondent was

guaranteed (Young, 1980]}.

The Data Base

Differences Between the Surveys. Subsequent to {ts

fnception in 1975, changes have been made to the survey, but
the general structure buflt around the nfne factors of the

QOAFL model remafns fntact. Some of the changes reflected

the {nputs of varfous Air Force agenc{es which were {nterasted
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fn atti{tudes with regard to vartaus A{r Porce programs or
{ssues. For {nstance, the 1977 survey fncluded a greater
number of questions desfgned to measure retentfon related

factors than had previous versions, thus reflecting the

increased {nterest in personnel retention data by Afr Force
agencfes. The 1980 survey included even more questions inci- :
dent to retentfon issues (McNichols, et al., 1980). |
The research findings presented {n this study are
based on QOAFL survey data collected tn 1977 and 1980. As
previously mentioned, different versfons of the survey were
administered in 1975 and 1976, It was felt that the data
collected fn 1975 had become obsolete due to the following
factors: 1{inflatfon, pay rafse "caps™ instituted by different

Presidential adminfstratfons and Congresses, varifous subse-

quent pay rafises, recrufting policies, and others. Therefore,
the data from the 1975 survey was cons{dered inappropriate
for this study. The 1976 data was deemed unusable since 1t

ifnvolved only Air Force commanders. This is a very specfal-

{zed group, composed mostly of senior officers whose career
{ntent 1s already known.

Both the 1977 and 1980 survey populations consisted

of personnel from the grades E1 through 06. Confining this
study to these two years i{nsured a more uniform sampling of

responses based on the respondents' grades.

1, The 1977 survey contai{ned 165 questions of which 19
Y measured demographic data and the rematnder measured attitudes
] 44
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and opfnfons. A tatal of 10,687 surveys were completed and

returned (Tomlin, 1980].

:
;
i
1
H
1
1
{
1
§

The 1980 survey contatned 144 questions; 19 measured
demographics white the remainder measured attf{tudes and
opinfons. In 1980, 5,425 completed surveys were returned.

Data Selectfon. The data for this study consisted j

of the responses to certain questfons from the 1977 and 1980
versfons of the QOAFL surveys, Due to the comparative nature
of this work, only those questfons that possessed fdentfcal
stems and response sets for both surveys were considered.
Table 2 tndicates the varfous questions ut{lfzed fn this
study by survey year, questfor number, and the general topic.

It should be noted that, unless specifically mentioned other-

wise, question numbers referenced in the text (f.e., Q6, Ql0,
etc.) pertain to those numbers 1{sted under the heading
“study" in Table 2. Even though a particular question
number may have changed between the two surveys, the stem
and response sets of the questtons l1isted itn Table 2 were
identical.

Wefghting Procedure. A wefght-compensating procedure

was employed to correct the bias {ntroduced by oversampling

some groups tn 1977 and 1980, Th{is oversampling resulted
largely as a function of the grades of those individuals com-
pleting and returning the surveys, Application of the varfous

weights, one for each grade, compensated for any differences




TABLE 2
Questions Yt{l{zad {n thi{s Study

General Topfc Study 1917 1980

Demographfc Varfables

€ducation Level § ] 6

Mar{tal Status 7

Race ) 12 9

Sex 9 1 10

Oependent Varfable
Carear [ntent 10 14 11
Att{tudinal Varfables

€conomic Standard 18 21 20

€conomic Standard 19 26 2

Free Time Satfsfactfon 21 §2 36

Hoppock Q1 23 s7 44

Happock Q2 24 L1} 48 ‘
Hoppock Q3 28 59 46
Hoppock Q4 28 &a 47 i
[nstftutionalisa 30 90 92 ¢
Job Autonomy 32 131 95 !
Job Autonomy 1 132 96 )
Job Autonomy 34 133 97

Job Autonomy is 138 98

Health Care Satisfaction 2 160 109

Economfc Standard 45 29 3

Econom{c Standard 46 0 1}

Cnstf{tutfonalism 48 14 51

Instftutfonalfsa ss 1319 101

Healih Care Satisfaction 58 161 110

Healeh Care Satisfaction L 19 162 111
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that existed between the ratfos of the grades comprising the
sample with the same respective grades within the population,
f.e. the entire Afr Force.

Each grade was assfgned a specific numerical weight.
Each particular weight was calculated by dividing the total
number of personnel in a particular grade (in the Air Force)
by the total number in the same grade that completed a survey,
The resultant value or wefght was applied by {ncorporating
the SPSS procedure WEIGHT (Nfe, Hull, Jenkins, Steinbrenner,
and Bent, 1975]. A listtng of the weights applied for each
{s provided in Appendix B.

Personnel Categaries, Independent Varfable Selection and the
Critertion

Personnel Categories. The varfous groups {nvestigated

in this study are comprised of Air Force personnel in the
officer and enlisted career fields. The selection of the
officer and enlisted categories was based primarily on short-
ages in the present force structure. The {dentificatfon of
ranks was based on current and forecast shortages as portrayed
{n AFMPC hriefings. The greatest number of shortages seem to
appear i{n the middle management arena which i{s comprised of
those posttions staffed by Captains and Majors (offfcers]),

and Staff and Technical Sergeants (enltsted]. The authors
dectided to study the personnel in these ranks as well as

Second and First Lfeutenants, and Airman Basfc through Sentor
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TABLE 3

Ranks of O0ffi{cer and Enlisted Personnel

0fficers Enlisted
Second L{ieutenant (Q1] Airman Basic (E1)
First LTeutenant (Q2) Atrman (E2]}
Captain (03) Airman First Class (E3)
Major (04) Senior Afirman/Sergeant (E4)

Staff Sergeant (ES5)
Techntcal Sergeant (E6)}

Airman/Sergeant, as each junfor officer or enlisted member

potentially represents a future middle manager. Therefore,
the factors that predict the career intent of future middle
managers should be of great value, Table 3 {denti{fies all

the ranks fnvestigated in this study.

The more senfor ranks were eliminated from this work
due to two factors. First, the level of manning for Lieuten-
ant Colonels and Colonels (offfcars), and Master Sergeants,
Senfor Master Sergeants, and Chfef Master Sergeants (enl{sted]
i{s not as critifcal as for the middle ranks. Secondly, due
to the promotfon and rank structure in the A{r Force, the

people that possess these Afgher ranks are past or very close
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to the 20 year paint {n tReir careers and, therefore eligtble
for retirement, Their career intent {s assumed to be very
high (McNtchals, 1982].

Table 4 1ists all the personnel categories employed
in this study including job titles or descriptions and the
first three digits of the associated Air Force Specfalty
Codes (AFSC). The fdentification of shortages was based on
information gleaned from conversations with AFMPC and Air
Staff personnel, unclassifi{ed manpower reports, and trade
publications such as the Air Force Magazine and the Air Force
Times. 1In addition, enlisted shortages were also identified
from an AFMPC document, the Chronic Critical Shortage (CCS)
Tist. The CCS specifles the 65 enlisted skill areas experi-
encing the greatest manpower discrepancies.

According to this Tist (Newman, 1981) the Air Force
is facing a shortfall of approximately 11,300 enlisted per-
sonnel, of which over 80 percent (9300) are within the air-
craft mainterance career ftelds. Therefore this study focuses
on those enlisted job categorfes fdent{fied as aifrcraft
mafntenance related. The specific afrcraft maintenance career
fields were chosen by examinfing the FY 82 CCS retention
statistics and {dentifytng those with the lowest retention
rates that were also represented in the 1977-1980 QOAFL survey

data bBase,
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TABLE 4

Breakdown of the Personnel Categories
by the First Three Digits of the
Afr Force Specialty Code (AFSC)

AFSC Category Air Farce Specialty Title
Navigator
152 NAV Bombardier
153 Navigator (General)
154 Navigator (Afrlift)
156 Navigator (Recon/ABN, C?)
157 Electronic Warfare Officer
158 Navigator, Special Ops
221 Air Ops Staff Officer, Navigator
222 Air Ops Officer, Strategic
223 Air Ops Officer, General
224 Air Ops Officer, Airiift
225 Air Ops Officer, Weapon Systems
226 Air Ops Officer, Recon
227 Air Ops Officer, ENW
228 Air Ops Offfcer, Special Ops
229 Air Ops Officer, General Air Ops
Pilot
102 Helicopter P{lat
103 Search-Rescue Pilot
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TABLE 4 - continued

AFSC Category Air Force Specialty Title
Pilot
104 Transport Pilot
105 Tactical Afrlift Pilot
106 Tanker Pilot
111 Fighter Pilot
113 Special Tactics Fighter Pilot
114 Forward Air Contreller
123 Strategic Bomber Pilot
132 Recon/EW/ABN/CZ Pilot
135 Instructor Pilot
141 Air Ops Staff Qfficer Pilot
142 Air Ops Officer, Airlift
143 Air Ops Officer, Strategic
144 Air Ops Officer, Special Ops
145 Air Ops Officer, Tactical
147 Atr Ops Officer, Recon/EW/ABN/C2
148 Air Ops Officer, Helicopter/S-R
149 Air Ops Officer, General Afr Ops

263
264

Scientific and
Engineering

Physicist

Chemical Research Officer
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TABLE 4 - continued

AFSC Category Air Force Specialty Title

Scientific and

Engi{neering
26§ Metallurgist
266 Nuclear Research Officer
268 Scientific Analyst
281 Staff Developmental Engineer
282 Electronic Engineer
283 Mechanical Engineer

Astronautical Engineer

Aeronautical Engineer
Experimental Test Pilot

Experimental Test Navigator

Project Engineer
Comm-Electronics Engineer

Civil Engineer

Enlisted

Avionics Systems Maintenance
Technician

Aircraft Systems Maintenance
Technician

Afrcraft Systems Maintenance
Technictian

Afrcraft Maintenance Technician

Afrcraft Armament Systems
Maintenance Technician
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Independent Vartable Selection Process. The independ-

ent varifables used to investfgate the career intent of each
officer and enlisted category were derived by a review of the
literature to identify those factors that have been found to
affect career intent which were also represented in the QCAFL
data base. These variables are represented by i{ndividual
questions (demographifc measures] or composites (attitudinal
and interactive measures). To fRelp identify the underlying
dimensions measured by the attitudinal composites, the SPSS
procedure, FACTOR (Nie, et al,, 1975] was employed. Factor
analysis, resulting from the aforementioned procedure, is use-
ful for examining the underlying structure of a set of
variables, The objective is an analysis of the interdepen-
dencies or structure of the variables (Harman, 1967). The
data for each year was factor analyzed separately.

The factor analysfs identif{ed six underlying dimen-
sfons measured by the questions utilized in this study. The
factors {dent{ffed, which were fdent{cal for both years, were:
Job Sattsfaction, Job Autonomy, Health Care Satisfaction,
Institutfonalism, Economic Standard Satisfaction, and Free
Time Satisfactfon., Table § delineates the six factors along
with their factor loadings.

The relfabflity coeffictents for each factor, also
fnctuded fn Table 5, were determined by ut{ltzing the SPSS

procedure, RELIABILITY usfng Cronbach's alpha (Nte, et al., 1975).

1
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TABLE §

Factor Identification, Factor Loadings, :
and Coefficients of Reliability :

Reliabfl{ty
Factor Name Coefficient Variable Loading
Job Satisfaction(QA) .9113 Q24 .87039
Q26 .83163
Q23 .81925
Q25 .77463
Health Care Satis- .9699 Q59 .86390
faction(QC) . Q58 .82470
Q42 .75394
Economic Standard .8397 Q45 .78368
; Satisfaction(QE) Q46 . .72883
8 Q45 .59295
r
; Job Autonomy(QB) .9846 Q33 .88198 '
| Q34 .84667 ;
i | Q32 77220 ‘
4 Q35 .37875 5
E. !
' Institutionalism(QD} .8277 Q55 .72122 ‘
: Q30 .67345 i
1 Q48 .59528
Free Time Satis- .8156 Ql9 .86229

faction(QF) Q21 .29343
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Criterion. For all the maodels derived from the QOAFL
data used in this study, the dependent variable was a survey
respondant's stated career intent (Ql0). In this case, career
intent refers to the {ndividual's intention, at the time he/she

completed the survey, to either remain in or leave the A{r Force.

Independent Variables

Four of the six factors identified (Job Satisfaction, ?
Health Care Satisfaction, Economic Standard Satisfaction, and
Free Time Satisfaction] were taken from the QOAFL model developed
by AFMIG (see Ffgure 6 in Chapter IT}). The remaining two fac-
tors, Job Autonomy and Institutionalism were based upon the

authors' {nterpretation of the questions comprising these

factors.,

Job Satisfaction (QA). Job Satisfaction is defined

as the degree to which a member of an organization has a posi-
tive affective orientation toward membership in the organiza-
tion (Price, 1977). As operationalized in this study, Job
Satisfaction is the Air Force member's perception of the
satisfaction with his/her Air Force job as measured by the
four Hoppock questfons (Q23, Q24, 025, Q26).

The four Hoppock questions relate to an {ndividual's
perception of satisfaction with various aspects of his/her

Job. The authors postulate that high Job Satisfaction con-

tributes positively to career intent.




P T T

Mcutchols, Stahl, and Manely (1978) establ{shed the
validity and reliability of the Hoppock measure in a study
fnvolving in excess of 29,000 participants. Convergent
validity was examined by comparing {t with the Job Descrip-
tive Index (JDI). The same sample expressed their job satis-
faction using both the JDI and the Hoppock measure. They
found a significantly strong association (r = .73, X = .01,
one tailed).

In the same study, the concurrent validity was estab-
lished by comparing the correlation between the Hoppock
measure and stated career intent (r = ,40), with the JDI and
stated career intent (r = ,36). The authors (McNfchols,
et al., 1978) concluded that this was a highly satisfactory
correlation,

For the four samples studied, the reliability esti-
mates ranged from .758 to .890 (McNichols, et al., 1980).

The reliability coefficient for the Hoppock measure as used
in the current study was .9113.

Health Care Satisfaction (QC). As operatfonalized

for this study, Health Care Satisfaction refers to the per-
ception of the physical and mental well being of the Air Force
member and dependents based on the health care services pro-
vided by the Air Force. It encompasses the detection, diag-
nosfs, treatment, and cure of atlments, as well as the

quality and quantity of avatlable services., It is postulated
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’ . Coy



that Health Care Satisfaction correlates positively with

career i{ntent, This composite variable was composed of three
questions: Q42, Q58, and Q59.
Economfc Standard Satisfaction (QE). As used in this

study, the variable refers to the degree of satisfaction with
the Tevel of pay and benefits provided by the Air Force, Also
included is the member's satisfaction with his/her percefved
ability to maintain an acceptable standard of 1iving. The
authors postulate that high Economic Standard Satisfactfon
contributes to high career intent. This composite variable
included Q15, Q45, and Q46.

Free Time Satisfactfon (QF}. As the name suggests,

this variable refers to an A{r Force member's satisfaction
with his/her extra-job time (f.e., free time). Included are

such considerations as the amount, quality, and scheduling

© e — - -

of the free time. The authors postulate that the correla-

tion between Free Time Satisfaction and career intent {s

positive. The composite variable was composed of two
questions, Q19 and Q21.

Job Autonomy(QB). Job Autonomy {s defined as the
degree to which the individual i{s allowed the freedom and

discretfoa to schedule his/her work related activities and
to determine the procedures necessary to carry out these
' activities (Albenese, 1981). More specifically, Job Autonomy

relates to the degree of interaction between the A{r Force
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member and his/her supervisor {n areas concerning setting of

performance goals, feedback, recognition, and supervisor

fnfluence on the organization. The authors postulate that '
perceived Job Autonomy relates posftively to career {ntent. 1

This composite variable included Q32, Q33, Q34, and Q35.
Institutionalism (QD)}. As operationalized in this

study, Institutionalism refers to the traditions, culture, -

and policfes that comprise the "A{ir Force way of 11{fe".

Tom1in (1980] contends that the commitment made by the {ndi-
vidual to serve in the military, and the control over the
{ndividual 1is more than the normal employer-employee relation-
ship. As a result, an Air Force career is not just another
job, it 1s a way of 1ife that calls for a special kind of
motivation. The authors contend that the prime factors
associated with this special motivation fnclude a member's

perception of the quality of Air Force leaders, satisfaction

AN A

with Afr Force promotion systems, and the required activities

(both on the job and off) assocfated with being an Air Force
member, These last three considerations comprise the speci-
fics, as far as this study is concerned, of the Institution-
alism variable. This composite variable consisted of three
questions: Q30, Q48, and Q55. The authors postulate a
positive relatfonship between Inst{tutfonalism and career

i{ntent.

rR

Demographics. Hypothes{s number four, presented 1{n

! Chapter II, addresses the question of whether or not demographic
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varfables signifi{cantly predict career {ntent. Toward this j
end, four demographic independent variables were included

in the model building process., As was seen in the literature
reviewed in Chapter II, demographics have been shown to
significantly predict turnover/career intent.

While each survey (1977 and 1980) contained 19 demo-
graphic questions, many were unsuitable for {ncorporation into
this study. Many were eliminated for having different stems
and/or response sets in one of the surveys, McNichols (1982)

contends that two of the variables, Q3 (rank) and Q5 (time-

in-service) should be eliminated since their value {n
predicting career i{ntent {s already known, i.e., they are
the most significant predictors.

To verify McNichol's contention, the authors included

Q5 (time-in-service) in a preliminary regression analysis for

each category. Q3 (rank) was not included since it was highly

c . ——— . wps

correlated with Q5 (r = .54) and its inclusion would have

provided essentially the same information. The results of the

regression runs fndicated that Q5 was the most significant

predictor in all 16 models. Therefore, the authors dectided

to eliminate it from the study {n favor of concentrating on
the fdentification of the other predictors of career intent.
Ultimately, four demographic questions were tncluded.

Q6, the question dealing with educatfon level, was fncluded

f;.fﬂ

because {t was felt that this represented one area where

e
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present and future Alr Force pragrams could significantly
influence retention. Providing opportunities or {ncentives
for furtherance of a member's educatfon might help tncrease
retention rates.

The questions concerning marital status (Q7), race
(Q8), and sex (Q9) were included due to the continued high
Tevels of emphasis these subjects receive as reflected in
numerous conversations with Air Force members, and in trade
publications such as the Air Force Magazine and the Air
Force Times.

Interactive Terms. Two-way interaction terms were

included in the model building process. Each interaction
term combined the responses of two different {ndependent
variables, e.g., job satisfaction and job autonomy. The

authors felt it important to include interaction terms in

a further effort to explore what factors predict career intent.

Also, since the presence of an interaction term in a model

implies that the effect of a one-unit change i{n one independ-

ent varfable, inclusfon of these higher order terms was
deemed appropriate. Appendix C detatls all the {nteractive
variables employed in this study.

Data Analysis
Regression Analysis. Stepwise regressfon, with

backward eliminatfon (Nfe, et al., 1975], was the specific
analytical approach uttltized {n this study to ascertatn the
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mathematical relationship(s] between the criterion and the
independent variables. This form of analysis fnvolves a
step-by-step process. It begins by including all spec{fied
varifables in the first step of a regressfon run, and then
removes the least significant i{ndependent variable on each
subsequent step until there is just one variable remaining.

The result of each regression run {s a series of

mathematical equations referred to as models. Since a

regression run was completed for each year and for each
personnel category (f.e., one run was accomplished for pilots
using the 1977 data and another run performed independently
for the 1980 data), these equations represent predictive
models of the career intent of specific subgroups of Air
Force personnel for 1977 and for 1980,

Determinatfon of the Best Model. Each time the data

for a particular personnel category was regressed, a series
of different models were generated. The differences between
any two models in the regression process were the number of

varfables (one {s removed at each step of the process), and

a corresponding change in the pertinent statistics (e.g., F
value, Tevel of significance, and Rz).

Ffve criteria were astablished for identifying the
"best model". These criterta are:

1. Level of significance. The minimum acceptable

!

level of significance for all {ndependent varfables and the
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overall model was set at .@al (.1 percent). Models not

meeting this criteria were rejected.

2, F value for the model. With the other criteria
satisfied, {t was determined that the model with the largest
F value would be deemed the best model.

3. RZ or adjusted Rz. With the other criteria sat-
isfied, the best model was the one with the largest R2 or
adjusted R2 values. The determination of which value to use
(Rzor adjusted R?) was based on the respective sample size.

If the sample size was small (n4100), the adjusted R2

value
was used since it represents a more conservative estimate and
serves to minimize the influence of sample fluctuation common
with small samples. For lTarge samples (n> 100} the R2 value
was considered.

4, Number of variables in the model. W{th the pre-
ceding three criteria satisfied, the best model was the one
with the fewest variables since simplicity is a desirable
goal in any model,.

5. Reasonableness of the varfables. This criterfa
gave flex{ibility to the selection process. Once a potential
“best model" was fdentified, the independent variables re-
moved in the preceding steps of the regression process were
closely scrutinized. If any varfable(s) seemed particularily

ifmportant or sfgnificant, it was considered for inclusion

into the model regardless of the R2 or adjusted RZ value.
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Once a model met all five criteria, it was designated
as the "best model" for that specific category of personnel
and that particular year. It should be noted that any one of
the five criteria could have served as a tie-breaker in

deciding which model was "best", due to the subjective nature

of the selection process. For tnstance, if two models for the
same personnel category and the same year met all five criteria,

the one with the least number of independent variables was

selected,

Special consideration was given to the enlisted
categories due to the exclusion of the top three enlisted
ranks (see Table 3)., The elimination of these ranks resulted
in the reduction of the sample sizes of the five categories
{ﬁvestigated. As previously mentioned, models derived from
the regression of data from small samples may reflect an
inflated R® value (due to sample fluctuatfons). One method
for minimizing this problem {s to consider the adjusted r2
value, Due to two particularily small samples, 1980 Avionics
Systems Maintenance {(n = 47) and 1980 Afrcraft Armament Systems
(n = 34), the authors elected to conduct the regressfion
analysis for the enlisted ranks twice, The first run included
all the enlisted ranks, thus insuring the largest sample
sizes, resulting in the best estimates of the R2 values, The

second run was desfgned to include only the target population

(Airman Basfc through Technfcal Sergeant). The optimum models
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for each of the two runs were selected based on the five cri-
teria mentioned earlier. The run i{nvolving all the ranks
(full) was viewed as a standard by which the run fnvolving
only the target population (reduced} could be compared. If

no major differences were identified between the Rz/adjusted
R2 values for the respective categories within each run, it
was assumed that the RZ/adJusted R2 values for the target
population were valid. Table 6 depicts the RZ/adJusted Rz for
both runs and the associated sample sizes. The results {llus-
trate plainly that the observed differences between runs were
negligible, The one exception (1980 A{rcraft Armament Systems)
was a result of the change in the number of variables in the
derived models (the full model contained seven variables,
while the reduced model contained only five).

Model Differences. Following the model building

process, one question that remafned (hypothesis 1) was whether
or not there was a difference between the 1977 and 1980

models for each personnel category. For {instance, 1f Job
Satisfaction was a statistically sfgnificant predictor of
career intent for Pilots in 1977, was {t also significant in
19802 An answer in efther direction could be very important,
as it might signal a shift or trend in attitudes wrought by
the influence of Air Force programs., It might also fndicate
the need for new programs to countermand an undesirable

trend,
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The technique used for exami{ning hypothesis 1 was
visual observation of the resultant optimal models for each
category.

Relative Importance of the Independent Variables.
The second hypothesis required a comparative examination of

the relative importance (rank order) of each variable that

was common to both models (1977 and 1980} for each category.

This i{s a refinement of the first hypothesis. Given that a
particular independent variable appears in both models for

a certain category, the question is, does the variable have

the same relative importance in each model. The authors
contend that, as with hypothesis 1, differences in the relative
importance of the factors influencing the career decision,
across the two surveys, may signal a trend.

The method employed for determining the relative im-
portance of the {ndependent varifables in each model for each
category was to observe the magnitude of the F value for each
independent variable. The larger the value, the greater is
the relative importance of that variable to that particular
model. However, support for the second hypothesis requires
that the two models for each category be composed of exactly
the same varfables. This condition relates directly to the
first hypothesis which states that the two models for each

category must be composed of the same {ndependent variables.
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Relative Importance Between Categories. The third

hypothesis examines the relative importance (rank order) of
the independent variables between the different personnel 7
categories for 1977 and 1980. Spec{fically, it was hypothe-

sized that those factors that influenced the career decision

of officer and enlisted personnel were the same across all
eight career categories. ?
Each of the 16 models was visually compared to ascer-
tain whether or not the same variables were common between
any personnel categories,
The Role of Demographics. Hypothesis number four
concerns the significance of demographic variables in pre-
dicting career intent. There were 19 questions in each
survey related to demographics, however, as mentioned pre-
viously, many were unsuitable for study. Subsequently, a
total of four demographic questions were identified as
suitabla for the purposes of this study, The four are:
education level (Q6), marital status (Q7), race (Q8), and
sex (Q9).
Visual observation of the final models for each

category yielded the information necessary to support or

reject the fourth hypothesis,
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CHAPTER IV

RESULTS

Introduction

This section presents the results of the data analysis
described in Chapter III. The focus of this study has been
on the following personnel categories: Pi{lot, Navigator,
Scientist and Engineer, Avionic Systems Maintenance (AFSC
328%XX), Aircraft System Maintenance (AFSCs 423XX and 426XX),
Aircraft Maintenance (AFSC 431XX)}, and Armanent Systems
Maintenance (AFSC 462XX). The results are presented in terms
of the four hypotheses stated in Chapter II and the postulates
associated with the independent variables presented in

Chapter III.

Influences on the Career Decision

The first hypothesis examines the factors which have
influenced the career decision of each personnel category under
investigatfon. It was hypothesized that the factors influenc-
ing the career decision of each personnel category in 1977 would
be the same in 1980, The results obtained from the efght per-
sonnel categories appear in Tables 7 through 14, The fi{rst three

tabhles contain empirical models of career intent (derived by
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multiple regression) for the officer categories, while the re-

maining five tables apply to the enlisted categories. Each
table includes those variables which comprise the best model
for the years 1977 and 1980, based on the criteria specified
in Chapter III. Alsc included are beta coefficients for each
variable {n the equation, F values assocfated with each

2 ar adjusted RZ values for the best model along

variable, R
with its corresponding F value, and the unweighted sample
size. The degrees of freedom assocfated with the overall
F value of the models reflect the weighted sample size (the
R2/adjusted RZ value was computed based on the weighted
sample size). The grades range from Second Lieutenant to
Major for all officer categories and from Airmen Basic to
Technical Sergeant for all enlisted categories.

Table 7 contains data for the personnei category
Pilots. A comparison of the models shows a distinct differ-
ence between the two. In 1977 four variables (QJ, QN, QU,
and Q6) comprised the best model for predicting the career
intent of pilots, (RZ2 = .2138, F(2,680) = 46.23, p< .001).
In 1980, five varfables (QM, QH, QL, QF, and QU} comprised
the best model for predicting career intent (R2 = 2205,
F(5,433) = 74,48, p< .001). As shown {n Table 7, the only
variable present in both models was QU, an {nteractive term

comprised of Job Satisfaction and Free Time Satisfactfion.
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TABLE 7

Multiple Regression Models of Intent to Stay
for Pilots (AFSCs 10XX, llXX, 12XX, 13xx, 14xx)

»
1977 | R%= 2138 | £e46.23 1980 r%..220s £e24.48" | na372 i
Varfable - 8 F Varfable 8 F ;
QJ .0100 102.47 QM .0012 96.97 i
aN -.0043 27.138 QH -.0096 23.88 ;
» 14
qu’ .0057  26.37 L - .0082 15.35 :
Q6 .1520 12.55 QF 0467 10.38
‘ l 't -.0102 8.96
b }‘ k
! H 3
t
]
¥
I
|
' * p«<,001
: ** Yariable(s) Common in 1977 and 1980
Q6sEducation

QF=free Time Satisfaction
QH=Interaction of Job Autonomy With Health Care Satisfaction
‘ QJsInteraction of Economic Standard Satisfaction With
, Instftutionalism
QL=Interaction of Job Satisfaction With Health Care Satisfaction
QMe=Interaction of Job Autonomy With Institutionalism
QH=Interaction of Economic Standard Satisfaction and
Health Care Satisfaction
QUsInteraction of Job Satisfaction With Free Time Satisfaction
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Table 8 reflects data for the Navigator personnel
category. In 1977, six variables (QJ, QC, QH, QA, QB, and QE)
comprised the optimal model for predicting a Navigator's
career intent (R2 = ,3268, F(6,349) = 28.23, p<.001), while
in 1980, eight variables (Q6, QU, QN, QR, QB, QG,. QQ, aﬁd QE)
were determined to be the best predictors (R2 = ,2133, F(8,160) =
5.42, p <.001). Table 8 shows that two variables, Job Autonomy
@B) and Economic Standard Satisfaction (QE)}, were common to
both models.

In the third category, Scientists and Engineers were i

examined. In 1977, six variables (Q6, QD, QF, QU, QG, and H

QP) comprised the optimal model for predicting the career
intent of Scientists and Engineers, (R2 = 1915, F(6,3.4) =
12.79, p <.001). In 1980, five variables (QD, QJ, QC, QN,
and QL) were determined to be the best predictors of career
intent, (RZ = .2148, F(5,157) = 8.58, p<.001). As shown
fn Table 9, the only variable common to both years was
Institutionalism (QD).

In the fourth category, Avionic Systems Maintenance
(enlisted AFSC 328XX) personnel were examined. In 1977, eight
varfables (QE, QJ, Qs, QT, QO0, QU, QH, and QC} comprised the
optimal model for predicting thefr career intent (Adjusted RZ =
.4484, F(8,326] = 34,94, p<.001). In 1980, six variables
(Qr, QJ, QM, Q0, QQ, and QK)} were determined to be the best
predictors of career intent, (Adjusted R? = ,4682, F(6,310) =
47.37, p<.001). Table 10 shows that the only variable common
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TABLE 8

Multiple Regression Models of Intent to Stay
for Navigators (AFSCs 15XX, 22Xx)

)
‘;
|
i
H

qQc
QH
QA
] -.2448
Qe

. 20.75
18.87

L 4 4

-.1427

Qu
QN

.0188
.0133

1977 | R%=.3268 | £=28.23" | n=372 4][ 1980 | R%=.2133| F=5.42" ] ne15$
p Vartable 8 F [ Var{able 8 F
Q .0018 45.86 Q6 -.2995  12.02

QR -.0219

es*” .3967 6.91
a6 -.0082 4,98
Qn -.0218 4,15
qe*"* .2286 - 2.73

L]

{astitutfonatism

Satisfaction

Time Satisfactfon

<.001

** yariable(s) Common in 13977 and 1980
Q6sEducation

s QAsJobd Satisfaction
Q8=Job Autonomy
QC*Health Care Satisfaction
QEsEconomic Standard Satisfaction
QGeInteraction of Job Satisfaction With Job Autonomy

‘ QHsIntaraction of Job Autonomy With Health Care Satisfaction

; QJeinteractidn of Economic Standard Satisfaction With—-

1d={nteraction of Job Satisfaction With Free Time Satisfaction

QNsInteraction of Economic Standard Satisfaction <ith
Health Care Satisfaction
1=Interaction of Job Autonomy With Economic Standard

S QR={nteraction of Health Care Satisfaction With Free




TABLE 9

Multiple Regression Models of Intent to Stay
for Scientists and Enginears
(AFSCs 26X, 28XX, 30XX, S55XX)

1977 | #%=.1915 | F=12.79" | n=354 1980 | R%=.2148 | £=8.58" | n=142 j
Varfable 8 F Vartable B F
Q6 -.2314 16.90 qo** .7607  25.01
Q0" .2064 11.96 QJ -.0441  16.93
qF -.3118 9.98 ac -.7294  15.05
qQu .0205 9.81 an 0444  11.90
Q6 .0041 8.02 aL .0036 2.57
qe -.0092 5.57
* p«<.001
** Varfable(s) Common in 1977 and 1980
Q6=Education

QC=Health Care Satisfaction
Q0=Instituytionalism
QF=Free Time Satisfaction
QG=Interaction of Job Satisfaction With Job Autonomy
QJd=interaction of Institutionalism With Health Care Satisfaction
QL=Interactfon of Job Satisfaction With Health Care Satisfaction
QN=Interaction of Health Care Satisfaction Hith

Economic Standard Satisfaction
QP=Interaction of Job Satisfaction With I[nstitutionalism
QU=fnteraction of Job Satisfaction With Free Time Satisfaction
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TABLE 10

Multiple Regrassion Models of [ntent to Stay
for Avionic Systems Maintenance (AFSC 328XX)

1977 inz-.44ac’]-§-34.94' 1980 | RZ%a 4682% | F=47.37"

Variable B F Vartiable 8 F
Q€ QI -.0189 163,78
QJ Qa*”* .0229  133.24
Qs QM -.0314 71.81
qQT Q0 .053¢4 61.07
q0 QQ .0229 53.05
qQu QK -.0404 44,58
QH
Qc

* p<_.00}
** yariable(s) Common in 1977 and 1980
+ Adjusted RZ value
QCs=Health Care Satfisfaction
QD=Institutionalism
QE=Economic Standard Satfsfaction
QH=Interaction of Job Autonomy With Health Care Satisfaction
QI=Interaction of Health Care Satisfaction With Institutfonalism
QJsinteraction of Institutionalism With Economic
Standard Satisfaction
QK=Interaction of Economic Standard Satisfaction With
Free Time Satisfaction
QM=Interaction of Job Autonomy With Institutionalism
QO0=Interaction of [nstitutionalism With Free Time Satisfaction
QQ=Interaction of Job Autonomy With Economic Standard Satisfaction
QSsInteraction of Job Satisfaction With Economic Standard
Satisfaction
QT=Interaction of Job Autonomy With Free Time Satisfaction
QUsintaraction of Job Satisfaction With Free Time Satisfaction
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in both years was QJ, an interactive term comprised of
Institutionalism and Economfc Standard Satisfaction.

In the fifth category, Aircraft Systems Maintenance
(enlisted AFSC 423XX) personnel were examined. In 1977,
five variables (QQ, QA, Q0, Q6, and QH)} comprised the opti-
mal model, (Adjusted RZ = .3757, F(5,522] = 64.42, p<.001).
In 1980, six variables (QP, QS, QE, QU, RA, and QO0) were
determined to be the best predictors of career intent for
this AFSC, (Adjusted RZ = 4526, F(6,456) = 64.69, p<.001).
Table 11 reflects that the only variable common to both
years was Q0, an interactive term comprised of Institution-
alism and Free Time Satisfaction,

Table 12 contains data for the sixth category examined,
Afrcraft Systems Maintenance (enlisted AFSC 426XX}. In 1977,
seven variables (QG, QO0, QP, QU, QQ, QT, and QE)} comprised
the optimal model (Adjusted R2 = ,2867, F(7,417) = 25.35,
p<.001), In 1980, five varfables (QF, QT, QD, QK, and QN)
were determinea to be the best predictors of career intent,
(Adjusted R2 = ,4872, F(5,399) = 77.76, p<.Q01). The only
varfable common to both years was QT, an interactive term
comprised of Job Autonomy and Free Time Sat{sfaction.

In the seventh category, Aircraft Maintenance (enlisted
AFSC 431XX) personnel were examined. 1In 1977 (Table 13},
four variables (QP, QU, QO, and QL) comprised the optimal
model, (RZ = ,3514, F(4,1204) = 163.08, p <.001). In 1980,
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Multiple Regression Models of Intent to Stay for
Atrcraft Systems Matintenance (AFSC 423xx{

TABLE 11

e — —
1977 | R%s.3757% | F=64.42" | n=89 1980 R%=.4526% | F=64.69" | n=66
Variable 8 F Variable 8 F

QQ .0121

QA .1188
[ 2.3

Qo0 -.0100

-1.2177

-.0059

QH

105.54
90.98
82.07
41.98
33.55

qp
Qs
QE
Qu

RA
Qo

-.0390
-.0454

.5646 89.35
.0316
-.872%
-.0379 54.02

t 2

* p«<,001

*+ Yariable(s) Common in 1977 and 1980
+ Adjusted RZ value

Q6=Education
RA=Race
QA=Job Satfsfaction

QE=Economic Standard Satisfaction
QH=Interaction of Job Autonomy With Health Care Satisfaction
QO0=Interaction of Institutfonalism With Free Time Satfsfactfon
QP=Interaction of Job Satisfaction With [nstitutionalism

QQ=Iinteraction of Job Autonomy With Economic Standard Satisfaction

QS=Iinteraction of Job Satisfaction With Economic Standard

Satisfaction

QU=Iateraction of Job Satisfaction With Free Time Satisfaction

¥
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TABLE 12

Multiple Regression Models of [ntent to Stay for :
Aircraft Systems Maintenance (AFSC 426XX) i

1977 | R%..2867*| £225.35%n=72 ] 1980 | R%s.4872* | F=77.76"| na65
Variable 8 F Variable 8 F
Q6 -.0289  98.15 QF -.8179  168.97
L 2 4
Qo -.0629  79.81 qQr .0239 >..78
QP .0259  73.55 Qo .1859 70.69
; Qu .0267  36.77 QX .0326 62.33
 / QQ .0235 25,88 QN -.0103 55.00
, .
. QT .0281  13.72
.z Q€ -.1646 8.54
;
* p<,001

** yar{able(s) Common in 1977 and 1980

+ Adjusted R%Value

Q0=Institutionalism

QEsEconomic Standard Satisfaction

QFsFree Time Satisfaction

QG=Interaction of Job Satisfaction With Job Autonomy

QKs{nteraction of Economic Standard Satisfaction With

Free Time Satisfaction

QN=Interaction of Economic Standard Satisfaction With

' Health Care Satfsfaction —
Q0s{nteraction of Institutionalism With Free Time Satis-faction
QPs[nteraction of Job Satisfaction With [nstitutionalism
qQq+Ilntearaction of Job Autonomy With Economic Standard

Satisfaction )

T={nteraction of Job Autonomy With Free Time Satisfaction
QU=lnteraction of Job Satisfactign With free Time Satisfaction
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six variables (QN, QD, QS, RA, Q8, and QG) were determined to
be the best predictors of career intent for the personnel with
this AFSC, (R® = .3314, F(6,821] = 67.82, p<.001). As shown
in Table 13, no variables were common between the two models.
In the eighth and final category, Aircraft Armament
Systems (enlisted AFSC 462XX) personnel were examined. In
1977, seven variables (QL, QI, QM, QR, QT, and Q6) comprised
the optimal model for predicting the career intent of those

personnel with that AFSC, (Adjusted R?

= ,3629, F(7,327) =
28.18, p <.001). In 1980, five variables (QS, QA, QN, QI,
and QD) were determined to be the best predictors of career
intent, (Adjusted R? = .3551, F(5,203) = 23.91, p<.001).
Table 14 shows that the only variabhle common to both years
was QI, an interactive term comprised of Health Care Satis-
faction and Institutionalism,

Based on the data analysis, the empirical models for

each personnel category in 1977 and 198Q were different, thus
; failing to support hypothesis one,.

Relative Importance Within Categories

The second hypothesis examines the relative importance

of the factors which have {nfluenced the career decision within

each personnel category under fnvestigation. It was hypothe-

] sized that the relative importance of each factor would be

3 the same in 1977 and 1980. This hypothesis was not supported
by the data.




TABLE 13 *

Multiple Regressfon Models of Intent to Stay for
Afrcraft Maintenance (AFSC 431XX)

2 i .2 »
1977 | R°=.3514 | F=163.08" [n=210 l 1980 la =.331¢ | £267.82" | nel28

E Variable 8 F " Var{able 8 F
' QP .0103  243.89 an -.0106  128.82
i QU .0145 137.04 Q0 .1645 95.74
Q0 -.0123 61.69 Qs .0134 72.49
QL -.0041 46.03 RA .8396 62.31
N Q8 .1927 50.45
QG -.0097 28.93
* p<.001
RA=Race

Q8=Job Autonomy

QC=Health Care Satisfaction

QD=Institutionalism

QG=Interaction of Job Satisfaction With Job Autonomy

QL=Interaction of Job Satisfaction With Health Care Satisfaction

QN=Interaction of Health Care Satisfaction With Economic
Standard Satisfaction

Q0=Interaction of Insticuytionalism With Free Time Satisfaction

QP=[nteraction of Job Satfsfactfon Mith Institutionalism

QS=Interaction of Job Satisfaction Hith Economic Standard
Satisfaction

QU=Interaction of Job Satisfaction With Free Time Satisfaction
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TABLE 14

Multiple Regression Models of Iantent to Stay for
Afrcraft Armament Systems (AFSC 462XxX)

1977 }az-.asze* F=28.18" n-so~'“ 1980 | R%=.3551*| fe23.91" ?n-zn
varfable 8 F r Variable B8 F

QL .0192  141.48 Qs .0402 96.62

Qr** .0350 52.45 QA -.5234 71.2¢4

QM -.0246 44,25 QN -.0551 57.07

QR -.0504 40.10 a*r " .0625 52.94

QT .0356 . 37.98 Q0 -.6547 50.48

Qc -.4539 37.09

Qs .8859 31.59

* p<,001

*+ yarfable(s) Common in 1977 and 1980

+ Adjusted RZ value

Q6=Education

QA=Job Satisfaction

QC=Health Care Satisfaction

QO0=Institutionalism

QleInteraction of Health Care Satisfaction With Institutionatism

QL=Interaction of Job Satisfaction With Health Care Satisfaction

QM=Interaction of Job Autonomy With Institutionalism

QNeInteraction of Health Care Satisfaction With Economic
Standard Satisfaction

QR=Interaction of Health Care Satisfaction With Free Time

satisfaction
QS=Interaction of Job Satisfaction With Economic Standard-

Satisfaction - )
qQT=[nteraction of Job Autonomy With Free Time Satisfaction -
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In the efght categori{es examined, no model exhibited

the same relative importance among the factors that influenced
the career decision, Table 15 focuses on the first four
elements of each model. It can be seen that the relative
importance differs within each category for each year. This
i{s partly explained by the failure to support the first hypo-
thesis of this study which stated that the factors influencing
the career decision would be the same between 1977 and 1980,
As shown i{n Table 15, three personnel categories had one
variable common in both years, In the Scientist and Engineer-
ing (S&E} category, QD (Institutionalism) appeared second in
relative importance in 1977 while in 1980 it was ranked first.
The 328XX category ranked QJ (interaction of Economic Standard
Satisfaction with Institutionalism} second in relative fmpor-
tance in both 1977 and 1980. The 462XX category ranked QI
(interaction of Health Care Satisfaction with Institutionalism)
second in relative importance in 1977, while in 1980 f{t
appeared fourth., Table 16 dfsplays the relative importance

of all common variables for each category between the two years.

Relative Importance Between Categories
The third hypothesis of this study examines the

relative importance of the factors which have influenced the
career decision between personnel categories., It was hypo-
thesized that the relative importance of each factor would

not differ between personnal categaries. This condition was
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TABLE 15

Relative Importance of Variables
by Category

Category Relative Importance
1977 1980

1 2 3 4 1 2 3 4
Pilot QJ QN QU Q@6 QM QH QL QF
Navigator QJ QC QH QA Q6 QH QL QF
S&E Q6 QD QF Qu Q0 QJ QC N
328XX QE QJ qs QT QI qJ Q™ Qo
423XX QQ QA Q0 Q@6 QP QS QE QU
426 XX Q6 Q0 QP QU QF QT QD QK
431X QP QU Q0 Qt QN QD QS RA
426XX QL QI Q™M QR QS QA QN QI

Note: Four varfables were selected as the basis of
comparison since several of the empirical
models were 1imited to four factors,

~—— Variable(s) common fn 1977 and 1980
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Relative Importance of A1l Common

TABLE 16

Variables Within Each Category

Category Variables Common Relative Importance
to Both Years by Year
1977 1980
Pilot Qu 3 5
Navigator 1) 5 5
QE 6 8
S&E QD 2 1
328xX QJ 2 2
423XX Qo 3 6
426X Qo 6 2
431xX - - -
462XX QI 2 4

3
1
i
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not supported by the data. Table 15 illustrates similarities

in relative importance between the categories. Since the
relative order between categories has no meaning when the
variables {n the equation are different, only those categories
in which the first variables are {dent{cal will be addressed.
These remain unaffected by the other variables which have
entered the equation.

In 1977, both Pilots and Navigators perceived QJ, an
interactive term comprised of Institutionalism and Economic
Standard Satisfaction, as the most important factor influenc-
ing their intent to remain in the Air Force. In comparing
the 1977 and 1980 results depicted in Table 15, two factors
were rated number one between four different categorfies.

Both the S&E (in 1977) and Navigators (in 1980) indicated
the most important determinant of career intent was Q6
(Education). The Aircraft Maintenance (423XX) in 1980 and
Aircraft System Maintenance (431XX) in 1977 categories both
ranked QP, an interactive term comprised of Job Satisfaction

and Institutfonalism, first.

Demographic Variables
The fourth and final hypothesis of this study concerns

the role of demographic variables in the prediction of career
intent. It was hypothesized that the demographic varfables

marftal status, sex, race, and education level, would be

84




C o ——— e = g

PR

- .

important i{n predicting career {ntent {n the e{ght categorfes
under investigation.

Based on the data analysis, the fourth hypothesis was
supported. The two demographic vartables which appeared in
the models were education (Q6}, appearing four times in 1977
and once in 1980, and race (RA}, appearing twice in 1980,

By referring to Tables 7, 8, 9, 11, and 14, {t can be seen
that the education level variable appeared in five categories:
Pilots (1977 data base), Navigators (1980 data base), S&E
(1977 data base), Afrcraft Systems Maintenance — AFSC 423XX
(1977 data base}, and Aircraft Armament Systems — AFSC 462XX
(1977 data base). Out of the efight categories examined the
appearance of Q6 in five of them suggests the importance of
this vari{able in the prediction of career intent. The race
variable was found in only two enlisted categories: Aircraft
Systems Ma{ntenance — AFSC 423XX (1980 data base) and Air-
craft Maintenance — AFSC 431XX (1980 data base). The
remaining two variables, marital status and sex, were not
present in any category.

Postulated Relationships of Independent Varfables With Career
Intent

In Chapter III, the independent vartables of Job
Satisfaction, Job Autonomy, Health Care Satisfaction, Institu-
tionalism, Economic Standard Satisfaction, and Free Time

Sat{sfaction were all postulated to have a positive causal
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effect on career {ntent. Although this was generally the
case, intercorrelation matrices produced for each year and
personnel category revealed several contradictions to the

; : postulated relationships. As an example, the matrices in
Table 17 show the {ntercorrelation coeffictents between each
of the six main effect varfables and with career {ntent for
pilots in 1977 and 1980. As noted, only Health Care Satis-

g factior, i{n 1977, was negatively correlated to career intent,.

In 1980, a positive relatfonship ex{sted.

The negative correlation between Health Care Satis-
faction and career intent was present in seven of the eight
personnel categories; the only exception was with the Navi-
gator groups for 1977 and 1980, The only other varfables
exhibiting a negatfve correlatfon with career intent were
Free Time Satisfaction and Economic Standard Satisfaction,

Free Time Sati{sfaction had a negatfve relationship in four

categorfies: S&E (1980), 423xx (1977), 426xXx (1980), and

. - o -

462XX (1977). Economfc Standard Satisfactfon appeared nega-
tively correlated in only one category — S&E (1977).

Swe s A we

Rationally, the negative correlations with career

intent do not make sense. For {instance, 1t is not logical

to presume that an AF Pilot's career fntent decreases as
? ? satisfaction with health care, free time, or pay increases.

Hoping to explain the negative relationships based on possible

b0

data transformation mistakes, the computer programs used in
7

.
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TABLE 17

Intercorrelation Matrices Between Main Effects
and Career Intent for P{lots

S Q10 QA QB Qc QD QE QF
QA  .21806 -

QB  .21326 .44736 -

QC -.01527 .18595 .13698 -

Q0  .40259 .33531 .37720 .13530 -

QE  .19769 .22555 .18150 ,31624 .32868 -

QF .20065 .18794 14720 .23862 .27204 .28007 -

Q10 QA Qs Qc Qb QE QF
QA .18849 -

< e W

Q8  .26551 ,.32383 -

.04989 ,22370 .19972 -

QD  .40836 .28851 .40754 25994 -

Qe .10972 .10038 .07977 .33383 ,23823 -

QF .15399 ,23177 .,09345 ,24052 ,26641 .27081 -

=4
o

(i i POt
.

Note: QA=Job Satisfact{on; QB=Jab Autonomy; QC=Health Care
Satisfaction; QD=Institutfonalism; QE=Economic Standard
Satisfaction; QF=Free Time Sati{sfaction; and Ql10=Career
Intent

.
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this study were examined for possth{e data recode errors.

' A close investigation of each program revealed no errors,
therefore, this idea was disregarded. The authors can offer
no explanation for the negative relationships exhibited by
some of the variables.

As shown in Table 17, the correlations between the

main effect variables indicate that the magnitude of the

relationships are relatively low to moderate for pilots.

In 1977, the largest correlatfon coefficlient (.44736) was
between Job Satisfaction (QA) and Job Autonomy (Q8). In
1980, the largest correlation value (.40754) was between
Job Autonomy (QB) and Institutionalism (QD). A review of
the correlation matrices for the remaining seven personnel
categories shows similar moderate to low relationships

among the main effect variables.

T e e e - g

Summary of Research Results
The first hypothesis of this study stated that the

+ we

. factors influencing the career intent of the personnel in

5 the eight categories under fnvestigation were the same {n
1977 and 1980. Table 18 provides a comparison of the
empirical models derived for both the officer and enlisted

kf groups. The table shows that the factors for 1977 differed

consistently from those for 1980. In six of the eight

i‘ categories one varfable was common for both years, while the

by Navigator models exhibited two factors {n common. One

i 88
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category, Afrcraft Systems Mafntenance (AFSC 431%XX} had no

common variables across the years, 1977 to 1980. Subsequently,
due to the overwhelming lack of supportive evidence, hypothesis
one was rejected,

The second hypothesis stated that the relative im-
portance (f{.e., rank order based on the magnitude of the
respective F values] of the factors within each personnel
category model was the same for both years, {.e., the rank
order of the factors that predicted a pilot's career intent
in 1977 did not change for 1980. The support for this
supposition was Righly dependent on the acceptance of hypo-
thesis one. Since hypothesis one was rejected, hypothesis
two was also rejected. None of the models developed within
each category was identical between the two years, thereby
negating any possibility of comparing the relative import-
ance of the various variables.

The third hypothesis focused on the relative import-
ance of the factors ({.e., rank order based on the magnitude
of the respective F values) {nfluencing an Afr Force member's
career intent between the different personnel categories,
Specifically, the authors posited that there would be no
difference in the relative importance between the eight
personnel categories, {.e., the factors that predicted a
pilot's career intent would be the same as the factors which

predicted the career intent of an Avionfcs Systems Maintenance

90
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technician. Since none of the models were {dentical this

hypothesis was also rejected.

The final hypothesis addressed the imﬁortance of
demographic variables in predicting career intent. Speci-
fically, the authors postulated that an Air Force member's
career intent could be predicted by knowing their education
level, marital status, race, and sex. The results of this
study supported this hypothesis due to the appearance of two
demographics (education level and race) in seven of the
sixteen models. As {ndicated in Table 19, Q6 (education)
was the most significant predictor in two models (1980 Navi-
gator and 1977 S&E), and appeared in a less significant
role in three other models. The race variable (RA) appeared
in two different models as depicted in Table 19,

Next, the postulated relationships of the main effect
variables with career intent were investigated by examining
the intercorrelation matrix of each year and personnel
category. In general, the positive relatfonship postulated
between the six independent variables and the criterion
was found in most models although several discrepancies
were noted., Health Care Satisfaction appeared to be the
most predominant exception while Free Time Sattsfaction and
Economic Standard Satisfaction also appeared.

This concludes the presentation of the results
obtained from the data analysis. The next chapter discusses
these findings, renders interpretations, and offers recom-

mendations.
91
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CHAPTER V

DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS

Introduction

As discovered in this study, the determinants of an
Air Force member's career intent are many and diverse., Of
the theoretical models discussed {n Chapter II, most contained
a complex assortment of variables (see Steer's model and
Martin's model). In this study, the majority of the variables
in the 16 models examined consfisted of interactfions, thus
reflecting the complex relatfonships fnvolved in attempting

to predict career intent,

——— -~ =

Table 20 provides a condensation of all the variables
comprising the 16 models and provides the basis for much of
the discussion section, The 25 independent variables incor-
porated in this study were condensed back into the six main
effect var{aoles, plus one category labeled demographics.

The numbers in each square represent the summation of the
frequency of occurrence of each partfcular varifable in any
of the 16 models, e{ther as a main effect term or fn inter-
action with another factor,

The discussfion that follows focuses on differences

in the models for each category betwesen the two years, 1977
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and 198Q; overall differences between the 1977 and 1980
officer and enlisted categories; and di{fferences between

officer and enlisted models.

Differences Between the Years for 0fficer Categories

Pllots. The appearance of Economic Standard Satfis-
faction in two of the three interactions and the interaction
of Health Care Satisfaction with Economic Standard Satisfac-
tion suggests the importance of pay and benefits variables
to career intent for Pilots in the 1977 model,

In the 1980 model, all four of the interactfions
involved Job Satisfaction or Job Autonomy. In contrast to
the 1977 model, these relationships suggest a de-emphasis
of pay and benefits and an {ncreased emphasis on job related
variables. Economic Standard Satisfaction did not appear
in the 1980 model.

Navigators. In the 1977 model, the varfables con-
cerned with pay (Economic Standard Satisfaction), the job
(Job Autonomy and Job Satisfactfon] and benefits (Health
Care Satisfactfon) exerted main effects on the intent to
remain, The two interaction terms involved pay with Insti-
tutfonalism and Job Autonomy with benefits.

For the 1980 sample, the only similar main effect
vartables (to the 1977 model] were Job Autonomy and pay
(Economic Standard Satisfactfon). Education, a demographic

variable, was an important predictor of career intent that
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was not found in the 1977 model. Although Job Satisfaction
did not emerge as a main effect varfable as in 1977, {t
exerted interactive effects in one case with Job Autonomy
and in another case with a 1ife style vartable (Free Time
Satisfaction] which was not present in the 1977 model, The
appearance of pay interacting with Job Autonomy was not
observed for 1977. Benefits (Health Care Satisfaction) had
only interactive effects, once with pay and once with Free
Time Satisfaction,

Scientists and Engineers. The 1977 model was marked
by the fact that the pay and benefits variables did not
appear. The factors that predicted the career {ntent of
this group centered on the job (Job Satisfaction and Job
Autonomy}, the Air Force as a way-of-1ife (Institutfonalism},
and the esoteric life-style variabie (Free Time Satisfaction).

The 1980 model reflects a major shift, Whereas the
pay and benefits variables did not appear in the 1977 model,
in 1980 they appeared more frequently than any other factors.
The only job related variable to appear, Job Satisfaction,
interacted with Health Care Satisfaction.

Overall Differences Between Years for the Officer Categories

A further analysis was conducted which fnvolved a
comparisan of the relative frequency that a given varfable
was fnvolved as a mafn effect ar in {nteraction in the models

for each of the three officer categories. For 1977 and 1980,
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the rank order of the variables based on thefr presence in

the models is as follows:

VARIABLES RANKING

1977

Job Satisfaction 1

Instituttionalism, Economic 2

Standard Satisfaction

Job Autonomy, Health Care 3

Satisfaction, Free Time

Satisfaction

Demographics 4
1980

Health Care Satisfaction 1

Job Satisfaction, Job 2

Autonomy, Economic

Standard Satisfaction

Free Time Satisfaction 3

Institutionalism 4

Demographics 5

The most notable change occurred in the area of
benefits (Health Care Satisfaction), from a mediocre third
place in 1977, vaulting to first place in 1980. This shift
may reflect an increased perception of the erosion of the
benefits assocfated with an Afr Force career, Afr Force
policy makers should take note.

From 1977 to 1980, Air Force afficers seemed to go

through reconceptualizatiom of the A{r Force as a way-of-1{fe,

Based on the fact that the job related factors (Job Satisfaction
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and Job Autonomy) remained relatively unchanged i{n their rank
ordering, and the de-emphasis of the Institutionalism factor,
the results f{ndicate a shift in an Air Force officer's view
of his/her career. The change appears to be fn the directtion
of the Air Force as an occupation rather than a-way-of-1{fe.
This suggests a change of emphasis from an fnstitutional

orientation toward an occupational reference (Moskos, 1977).

Differences Between Years for the Enlisted Categories

Avionics System Ma{ntenance. In the 1977 model,
eight variables were involved in thi{s categories' decisfon
to remain in the Air Force (see Table 10). Three of the
variables exerted main effects on intent to stay while the
remaining five acted interactively., The main effects vari-
ables, as shown in Table 20, were Economic Standard
Satisfaction, Institutionalism, and Health Care Satisfaction.
Those emerging as interactive terms were relatfvely evenly
distributed across the six atftudinal varfables. The two
variables with the highest frequency of occurrence were
Economic Standard Satisfactfion (pay) and Free Time Satfsfac-
tion. Pay appeared as a matin effect varfable and also
interactively with Institutionalism and Job Satisfactfon,
Free Time Satfsfactfon {nteracted with Job Sattsfactfion,

Job Antonomy, and Health Care Satfsfactfon,
In 1980, six verifables were an fmportant influence

on {ntent to remafn {n the Af{r Force (see Table 1Q}. As
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shown in Table 20, main effect variables were not a concern

in the career decisfon, only interactive ones. The two
fnteractive terms with the highest frequency of occurrence
were Institutfonalism and Econom{c Standard Satisfaction,
Institutionalism exerted {nfluence on Job Autonomy, Economic
Standard Satisfaction, Health Care Satisfaction, and Free
Time Sat{sfaction. Pay acted interactively with Institution-
alism, Job Autonomy, and Free Time Sati{sfaction. A comparison
of the two years shows that a major change occurred in 1980,
The 1{fe style orientation (Free Time Satisfactfon) shifted
to a way-of-1i{fe reference (Institutionalism). The concern
for pay was present as an important influence for both samples.
Aircraft System Maintenance (AFSC 423XX). In 1977,
the predictive model for this category was repregented by five
variables: one main effect, one demographic, and three
ifnteractive terms (see Table 11). As shown in Table 20,
these five variables were fairly evenly distributed across
the seven elements that comprise the table, As demonstrated
by the frequency of occurrence, Job Autonomy rece{ved
slightly greater emphasis in 1977. This job oriented vari-
able interacted with Economic Standard Satisfaction and
Health Care Satisfaction, The main effect and demographic

variables appearing were Job Satisfaction and Education,

respectively.
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In 1980, the predictive model for this category was
comprised of six variables: one main effect, one demographic
and four {nteractfons (see Table 11). As displayed in Table
20, the only main effect varfahle {s Economic Standard Satis-
faction., Those emerging as interactive terms were Job Satis-
faction, Institutionalism, Economic Standard Satisfaction,
and Free Time Satisfaction. The demographic variable was
Race. Job Satisfaction had the highest frequency of occur-
rence emphasizing a significant shift {n importance from
1977. Job Autonomy and Health Care Satisfaction were not a
concern in this sample, while the pay, {nstitutionalism and
T{fe style variables all realized increased emphasis over
the 1977 group.

Afrcraft System Maintenance (AFSC 426XX). In 1977,
this group's career decision was based on seven variables
comprised of one main effect, and six f{nteractive terﬁs
(see Table 12}. As shown in Table 20, the predictors of
career intent in 1977 were evenly distributed between all
varfables except Health Care Satisfaction and demographics.
The frequency of occurrence of the varfables presented in
Table 20 amplifies the importance AF members placed on job
related factors (Job Satfsfactfon and Job Autonomy)] and
the 1{fe style varfable (Free Time Satisfaction).

In 1980, the predictive model derived for career

intent was comprised of five variables: two main effects and

SNPORITIN




three interactions (see Tabhle 12]. As shown in Table 20, H'
Free Time Satisfaction and Institutionalism exerted main
effects on intent to remain while Job Autonomy, Free Time

Satisfaction, Economic Standard Satisfaction, and Health 1

Care Satisfaction acted interactively., Job Satisfaction and
demographics did not appear as an influence during this ¢
period.

In comparing the two years, Table 20 shows that all
variables, with the exception of Free Time Satisfaction and
Economic Standard Satisfaction, decreased in occurrence in
1980. The l1ife style variable now assumed the role of the
most significant predictor, and pay exerteda greater influ-
ence on intent to remain.

Aircraft Maintenance. In 1977, four interactive

variables represented the best predictive model for this
sample (see Table 13). Table 20 shows that Job Satisfaction
occurred the most frequently, followed by Institutionalism
and Free Time Satisfaction. The benefit vartiable (Health
Care Satisfaction} appeared only once. Job Autonomy, pay,
and demographics were not an influence on this category's
career decision.
In 1980, six variables played an important role 1in
the member's decision to remain in the Air Force (see Table 13).

Two of the variables exerted main effects on intent to stay,

three were interactive, and one was a demographic. As shown




in Table 20, all of the factaors were fairly evenly distri-
buted between the variables comprising the table. The only
exception was Free Time Satisfaction which did not appear
in the model. The greatest emphasfs in 1980, based on the
frequency of occurrence, was placed on job related factors,
(Job Satisfaction and Job Autonomy}] and pay. In 1977, Job
Satisfaction was the most important predictor, but in 1980
that emphasis was shared equally among Job Satisfaction,
Job Autonomy and Economic Standard Satis’action,

Aircraft Armament Systems. The 1977 model derived

for this category was comprised of seven variables: one
main effect, five interactive effects, and one demaographic
(see Table 14). The frequency of occurrence of a variable
in the model as shown in Table 20, depicts benefits (Health
Care Satisfactfon) as the most important factor in 1977,
followed by Job Autonomy, Institutionalism, and Free T{me
Satisfaction. The absence of the pay variable suggestsit
had no i{nfluence on career intent during this period.

In 1980, five variables comprised the best predic-
tive model for this category (see Table 14). As shown in
Table 20, two of the varfables in the model were main
effects, with the remainder being fnteractive terms. The
importance of all the variables in the model appeared to be
equal, based on frequency of occurrence., As noted by the

table, Job Autonomy, Free Time Satisfaction and demographics
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did not appear as predictors in 1!80, Wben compared to the
1977 pertod, ft can be seen that the job factor (Job Autonomy)
benefits, and the life style var{able (Free Time Satisfaction]

decreased in 1980, while. pay increased twofold.

Overall Differences Between Years for the Enlisted Categories

Based on the frequency of occurrence, both as main

effects and in fnteraction, the relative importance of all

the var{fables that predicted the career intent of the person-
nel in the five enlisted categories for 1977 and 1980, respec-

tively, were as follows:

VARIABLES RANKING
1977

Free Time Satisfaction

Joh Sati{sfaction

Job Autonomy, Institu-~
tionalism

Health Care Satisfaction
Economic Standard Satis-
faction

Demographics

1980

Economic Standard Satisfaction
Institutionalism

Job Satisfaction, Free Time
Satisfaction

Job Autonomy, Health Care
Satisfaction

Demographics

e g e e --;.’;W.W_ A
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For the enlisted categories as a whole, the major
change between 1977 and 1980 was reflected in the prodigious
jump i{n frequency of occurrence of the pay variable (Economic
Standard Satisfaction). 1In 1977, pay appeared only six times
(interactively four times and as a main effect twice), three
of which were in one model (Avionics Systems Maintenance).

As depicted in Table 20, the only variables to occur less
frequently than pay were the demographics (education level
and race}. In 1980, pay occurred more frequeantly than any
other variable. It (Economic Standard Satisfaction) was
either the most significant or second most significant
predictor of career intent in four out of the five enlisted

models, thus serving to underscore its importance. The pay

variable replaced the job related variables (Job Satisfac-
tion and Job Autonomy} which had ranked as the most signifi-
cant predictors in 1977, but dropped to third, in 1980.
A surprising change occurred regarding the “"benefits”
variable (Health Care Satisfactfon]. Consfdering the fmpor-
tance of pay as a predictor of enli{sted career intent in
1980, one might presume that the benefits variable would
also be of similar significance. This proved not to be the
case, as Health Care Satisfaction ranked lower in 1980 than
it had in 1977, It occurred more frequently than only ) !
demographics. As revealed in Chapter IV, Health Care _ i

Satisfaction correlated negatively with career fntent on




numerous occasions. A possible explanation for this might
be, that at the time of completing the survey, the prepon-
derence of attitudes were dominated by perceived Tow levels
of wages and high rates of inflation. Irregardless, benefits
did not play a significant role in predicting the career
intent of enlisted personnel {in 1984Q.

Unlike officers, the enlisted groups seem to view
an Air Force career as a way-of-l1ife rather than a job,
as reflected in the frequency of occurrence of the "way-of-
1ife" variable (Institutionalism) and the job related
variables (Job Satisfaction and Joh Autonomy). In 1977,
all three variables appeared in relatively equal numbers
(see Table 20). However, in 19804, the frequency of appear-
ance of Institutionalism increased slightly, while the job

reTated factors exhibited a marked decrease. This is in

v o a

contrast to Moskos' (1977} contention that the military is
moving from "a predominately institutional format to one
more resembling that of an occupatian.

Officer Versus Enlisted Models. Table 21 provides

a summary of the rankings, by variable, for the officer
and enlisted categories. The rankings are based on the
frequency of appearance, in any of the eight models for
each year (1977 or 1980), of each variable, whether as a

main effect term or interact{ively.
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TABLE 21

The Relative Importance (Based on Frequency
of Occurrence}of A1l Varfables, as it
Relates to the Offi{cersand Enlisted
Personnel Groupings

Officer Enlisted
Variahles Ranking Ranking
1977

Job Satisfaction 1 1

Job Autonomy 3 2

Health Care Satisfaction 3 3

Institutionalism 2 2

Economic Standard 2 N

Satisfaction
' Free Time Satfsfaction 3 2
E Demographics 4 5 ’
|
- 1980
i Job Satisfaction 2 3
’ Job Autonomy 2 4

Health Care Satisfaction 1 4 :

Institutfonalism 4 2 |
= Economic Standard ) i
p Satisfaction 2 1 B

Free Time Satisfaction 3 3
';; Demographics 8 8
£,
: 106 }




P T T

L s a—— Y oo i e e -

In 1977, both officers and enli{sted were influenced
to remain by a mixture of job oriented factors (Job Satisfac-
tion and Job Autonomy)] and Institutionalism. However, and
surprisingly, the officers were influenced by pay whereas
the enlisted groups were not as influenced. The reason for
this disparity may 1ie in the officer job categories examined.
A1l three, but especially P{Iots, and Scientists and Engin-
eers, are represented in civilian industry as professionals,
commanding comparati{vely large salaries. The personnel
composing the three officer categories examined in this study
may have perceived a greater monetary worth as a civilian,
thereby reflecting this attitude by placing great importance
on pay (Econoric Standard Satisfaction) as a predictor of
their career intent.

In 1980, pay influenced both officer and enlisted
personnel to remain. However, the similarities ended here as
the officers placed the greatest significance on benefits
while the enlisted groups considered the way-of-1ife varfable
(Institutional{sm) the most important. The officers ranked
Institutionalism next-to-last, thus supporting the Moskos
(1977) contention that the military is moving from a way-of-
1i{fe orientation toward an occupational reference. Perhaps
retention might be fncreased {f the officer viewpoint could
be reversed, t.e., toward looking at the Afr Force as a

way-of-1{fe.
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The authors recommend, as a method for accomplishing }

this, that A{r Force policy makers work toward stemmfng the 4
erosion of military benefits. As reflected in {ts number

one ranking in 1980, the officer groups placed great impor-

tance on the benefits aspect of their careers, The authors
specifically encourage the adoption of more comprehensive
medical and dental care for dependents. If adopted, such

a program may cause an officer (or enlisted person) to think

more carefully about giving up such benefits by leaving the

Air Force.

Conclusions and Recommendations

0f the many {llations emanating from this study,
perhaps two bear particular importance to Air Force policy
makers, The first {s that predictive models of career

intent are group specific, and secondly, that the factors

——— - = v

which predict career intent for a specific personnel cate-
gory may change drastically over time.

] Based upon the findings of this study and supported
by Young's research (1980), the authors conclude that there
ifs no one overall best model for predicting career intent

ifn organizations such as the Air Force. The authors feel

e -

that predictive models for describing the factors which
have an influence on career intent should be group specific,
as empirically demonstrated in this research by the resulting

16 different models. This study clearly shows that the factors
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that were important to one group did not reflect the same level
of importance to any other group. The fact that personnel in
sim{lar job spectalties, {.e., Aircraft Systems Maintenance
(AFSCs 423XX and 4zsxx), based their career intenti{ons on
different factors lends further credence to this contention.

This suggests that retention and turnover problems

in specific career fields should be dealt with individually.
It {s the authors' opinion that Air Force policies designed ;
; to remedy "overall® retention problems will be less effective |
than group-specific-solutions. There can be no Air Force-
wide, broad policies or programs {nstituted with the hope
that they will have the desired effect on all personnel,
» For instance, in 1980, based on the frequency of appearance,
the Pilots did not seem overly concerned with pay (Economic

Standard Satisfaction did not enter the model}, while Avionics

P

Systems Maintenance personnel (also in 1980}, considered {t
the most important determinant of their career intent (see
Table 10). In contrast, for 1980, Health Care Satisfaction !
was the most significant variable for the Pilots and the
least sfgnificant for the Avionics Systems Maintenance. Each
variable represents a form of remuneration although one rep-
< resents a benefit and the other a wage or salary.
Thus, a program designed to increase benefits may

cause more Pilots to remain i{n the service, while not prevent-

ing more Avionics Systems Mafntenance personnel from leaving. g
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Perhaps a more appropriate approach might be a pay/benefits
package. An even better approach, one that, fortunately,
seems to be gaining acceptance, {s the targeting of policies
at specific groups, {.e., the military pay raise given {n
Octobér.lssl, was targeted, with the largest increases going
to the ranks experiencing the greatest manpower deficiencfes.

Another significant outcome that emerged from this
study was the overwhelming evidence of the dynamic nature of
the factors influencing the career intent of the Air Force
personnel categories fnvestigated. From 1977 to 1980 the
factors that predicted career intent changed dramatically.
The authors feel that these changes are reflective of the
environment and human nature. As the environment changes
(i.e., the economy, interest rates, world tensfons, etc.} a
person's opinion or attitude may change.

Therefore, Air Force policy makers should not assume
that the member's intrinsic and extrinsi{c needs remain stattc
over any length of time. Responses to survey questions
represent a snapshot of the respondant's attitudes and
opinfons up to that point in time. To more effectively
capture these dynamic attitudes and opinions, the authors
recommend that attitudinal and demographic data be collected,
periodically, for each applif{cable job category in the Air

Force. As the new data becomes availah1e, the models for

each category could be updated. This would help {nsure
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accurate, timely data, thus allowing each Ai{r Force functional
manager to better predict the career {ntentions of the personnel
for he/she is responsible. Subsequently, this should lead to
more appropriate input to policy making, resulting in more
effective programs, taflored toward an individual's needs,
rather than the Air Force as a whole.

Two factors, Job Satisfaction and Institutionalism,
appeared in each of the 1977 models, either as main effects
or interactively. In 1980, however, no one single factor
appeared in all eight models. Three factors, Institution-
alism, Health Care Satisfaction, and Economic Standard
Satisfaction, did appear in seven of the eight models,
although all three variables were not present in the same
seven modeis. This serves to underscore the diversity of
factors that predict Air Force member's career intent.

The results of this research effort also indicate,
for the enlisted categories, a continued high level of
emphasis on pay and beneffts. This supports the findings
of an Af{rman Exit Survey conducted in 1981 ("Air Force
Military," 1981), in which dissatisfaction with pay was the
preeminent reason for leaving the Afr Force (see Chapter II).
The exiting Airmen perceived a large disparity between what
they received as pay and henefits, and what was avaflable

for equivalent work as a civilian,
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Based on these Ex{t Surveys, the Alr Force M{litary

Personnel Center (AFMPC) deemed the most important factors

in keeping airmen in the A{r Force as: 1inc¢creased pay, improved
supervisor sensitivity, and increased promotion opportunities,
in that order. The results of this study correlate closely
with the AFMPC findings. The most frequently occurring varti-
ables, for the enlisted categorfes, in this study were ({n
order): Economic Standard Satfsfaction (pay), and Institu-
tionalism (includes the member's perceptions of the quality
of Air Force Leaders and his/her promotion opportunities).
These simiTar findings indfcate the predominance of these
factors in the career decisfons of A{r Force enlisted per-
sonnel and should figure accordingly i{n policy or program
decisions.

As with any research, the results of this effort may
have raised more questions than ft answered. Consequently,
the authors recommend that research be continued in the
area of predicting career inteant/turnover in the Air Force.
With forecasts of dwindling numbers of qualified men i{n the
future, a better understanding of indtvidual needs, attitudes,
and opinfons 1{s necessary so that th: Air Force can success-
fully compete with the other military services and civilian
industry for this valuable resource, Toward this end, the

authors recommend building a survey designed to measure those

areas that have been shown to predict career intent, The

e de e o st s
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survey might {nclude quest{ons designed to measure attitudes
and opinions associated with the varfables/models presented 1
in Chapter II.

A new, updated AFQOL survey {s scheduled for distri- .
bution sometime in 1982. A three-way, comparative study

involving the 1977, 1980, and 1982 AFQOL data bases should

reveal new insights into predicting an Air Force Member's

career {ntent.




APPENDIX A
QUALITY OF AIR FORCE LIFE SURVEYS FOR 1977 AND 1980
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1-2.

3.

4.

6.

Your survey administrator will provide you with a 2-letter code t3r your
base. Mark the first letter of this code ... item 1 and the scconc letter
in item 2 of your answaer sheet.

what is your present active duty grade?

Colonel I. Seaior Master Sergesnt
Licutenant Colonel J. Master Serqeant

Major K. Technical Scrgeant
Captain L. Staff Sergeaat

First Licutenant M. Setrgecant

Second Licutenant H. Senior Airman

Warrant Officer 0. Airman First Class
Chief Master Sergeant P. Alrman

Q. Airman Basic

What is your command of assignment (the command that maintains your personnel

records)?
A. Alaskan Air Command N. Air Porce Data Automation Agency
B, U.S. Air Forcc Academy 0. Headquarters Command
C. Acrospace Defcnse Command P. Military Airlitt Command
D. U.S. Aflr torces in Europe Q. Pacific Air Forces
E. Air Force Accounting and R. Stratogic Air Command
Finance Center S. Tactical Air Command
P. Air Force Logistics Command T. USAF Security Service
G. Air Fcrce Systems Command U. Air Force Military Personncl Center
H. Air Reserve Personnel Center V. Air Force Inspection and Safety
I. Air Training Command Center
J. Mir Univorsity W. Air Force hudit Agency
K. Headquarters Air Force Reserve X. Air Force Office of Special
L. Headquarters USAF Investigations
M. Air Porce Communicztions Service Y. Other

Hov much total active federal military service have you completed?

A.
B.
Cc.
D.
E.
F.
G.
H.
1.
J.
K.
L.
M.
N.
0.
P.

Less than 1 year Q. 16 years but less than 17
1 year but less than 2 R. 17 years but less than 18
2 years but le~s than 3 S. 18 years but less than 19
3 years but iers than 4 T. 19 years but less than 20
4 ycars but less than 5 U. 20 years but less than 21
S5 ycars but less than 6 V. 2} years but less than 22
6 years but less than 7 W. 22 years but less than 23
7 years but less than 8 X. 23 years but loss than 24
8 ycars but less thaa 9 ¥. 2¢ years but less than 2§
9 years but less than 10 Z. 25 years but less than 26
10 ycars but less than 11 1. 26 ycars but less than 27
13 yecars but less than 12 2. 27 years or more

12 ycars but less than 13

13 ycars but less than 14

14 ycars but less than 15

15 years but laesa than 16

wWhat i{s your highest level of education nnw {include accepted GED credits)?

Somn iigh school (lid not graduate)
itiah school graduwate (ro collcge)
Trade or technical school (no colleqe}
Soma collegn, hut less than one yecar
one ynar colleae, but less than two
Twn yoars collcqge, but less than thrrne (including two-yecar associate degqree)
Three ycars or more colluege, no degree

feqigtered nurce diplama program

Colleqe daegree (DS, BA, or equivalent, except LL.B)

Graduate work bnyond bachelor deqree (no master's deqgree)

Master'’s decqgree

postgraduate work heyond naster's degree

poctorale degree (includes LL.B, J.D., £.D.S., M.D., and D.V.M.

~
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10.

11.

12.

13.

. - - e
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what is your marital status?

A. Marricd and spouse is not 3 member of a military service
B. Marricd and spgouse is a member of a military service

C. Never been married .-
D. Divorced and not remarried

£. ULegally scparated

P. Wicower/widow

Was (or is) your father a career military -eiber?
A. No

8. Yos

Are you a regular or rescrve officer?

A. Not applicable, I am enlisted

8. Rescrve

C. Regular

what was the source of your commission?

A. Not applicable, I am enlisted
oTS

B.

C. 0OCs
0. ROTC
E. AECP.

F. MAviation Cadet
G. WNavigation Cadet

H. USAFA
1. USMA
J. USNA
K. Other

tow many dependents do you have? Do oot include yourself.

A. Hone
B. One
C. Two
D. Three
E£. Four
F. Five
G. Six
H. Seven

I. Eight or more

which one of the following do you consider yourself?

A. Dlack
8. Spanish Spcaking Origin (Cuban, Puerto Rican, Mexicar Amcrican, Spanish
Descent)

C. Ancrican Indian

D. Asian Oriqin (Chinuse, Japanese, Farean, Cilipino or Asian American)
E. White (Other thar Spanish Speaking Oraging
F. Other

What i3 your sex?

A. Nale
B. Fenale
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14.

1s.

16.

17.

e —— - w

18.

19.

B
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Which one of the following best describes your attitude toward making the
Air Force a carecr?

A.
B.
C.
D.
E.

Definitely intend to make the Air Force a carear

Most likely will make tha Air Force a career

Undecided

Most likely will not make the Alr Force a career
Definitely do not intend to make the Air Force a career

Enter the code for the first digit of your duty Air Force Specialty Code
(AFSC) opposite item 15 on your answer sheet.

A.
B.
C.
D.
E.

0 F. S
) % G. §
2 B. 3
3 I. &
4 J. 8

Enter the code for the second digit of your duty AFSC opposite item 16 on
your answer sheet.

A.
B.
C.
D.
E.

[ F. S
1 G. 6
2 R. 7
3 I. 8
4 J. 3

Enter the code for the third digit of your duty AFSC opposite item 17 on
your answer shect.

A.
B.
c.
0.
E.

0 F. S
1 .G. &
2 H. 2
3 I. 8
4 J. 9

wWhat is your currcnt primary acronautical mating?

A
B.
C.
D.
£.

Pilot

tlavigator

Flight Surqgcon

Othnr aeronauti:al rating
tionrated

Wnat shift do you normally work?

A
B.
c.
D.

Day shift

Swing shift
Graveyard shitt
Rotate shifcey




The following four questions address t°  subijects of economic standard and
security. Plcase rate the degrce of i. portance of these concepts to you and your
deogree of satisfaction with them based on the descriptions shown below:

ECONOMIC STANDARD: Satisfaction of basi~ tuman nceds such as food, shelter,
clothing; the ability to maintain an acceptab{s‘standard of living.

20. 4hat degree of importance do you attach to the above? (Select one of the
seven points on the importance scale)

ANeveeeBeceoeeCoeeDeieBuivacFenee.C
Moderate Righ Very ligh
Importance Importance Importance

2l. To what degrce are you satisfied with the ECONOMIC STANDARD aspects of your
1ife? (Sclcct on~ of the seven points on the satisfaction scale)

) VP PPN SO . NN - P U
Highly Highly
Dissatisfied Neutral Satisfied

CCONOMIC SECURITY: Guaranteed employment: retirement benefits; insurapne;
protection tor sclf and family.

22. What degrce of importance do you attach to the above?
AveveeBaceeeCoveneDevseeBiveceFaneesC

Moderate High Very High
laportance Importance Importance

él. To what degree are you satisfied with che ECONOMIC SECURITY aspects of your

life?
AceveeBeceeeCovDicereBenccaFanasesG
Highly nighly
Dissatisfied Neutral Satisfied

24. Do you hold a second job?
A. No

Yes, I work

B. 1-5 hours per week

C. 6-10 hours per week

D. 11-20 hours per week
E. 21-30 hours per weck
F. over 30 hours per weex

25. Do?s your spousc work?
A. Hot applicable, I am not married or X am legally scparated
1 am married and my spouse
B. Resides with me, and has a paying job
C. Resides with me, and does not work

D. Does not reside with me, and has a paying job
E. Docs noc reside with me, and dces not work
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' 26,

27.

30.

The main reason that I have a sccond job, andfor that my spouse works is that
we have to in order to make ends meet.

A. Not applicable

B. Strongly disagree
C. Disagree

D. Undecided

E. Agroe

F. Strongly agree

Do you or your decpendents, if any, currently receive Pecderal, state, county,
civic. or community (public) assistanca? }

A. No .

B. Yes, food stamps only

C. Yes, monetary payments oOnliy
D. Yes, food only

E. Yes, combination of the adbove
F. Yes, other

Are you now eligible for and do you recceive food stamps?

A. I am not eligible for food stamps

B. I am eligible for food stamps but do not use them

C. I am now recaeiving and using food stamps

D. I do not know if 1 am eligible for food stamps; but, I would not use them

if I were eligible
E. I do not know if 1 am eligible for food stamps; but I wovld use them if
I were eligible

' How do you think your military pay (including all allowances and fringe

benefits) compares with pay in civilian employment for similar work?

A. Military pay is far higher than civilian

B. Military pay is somewhat higher than civilian
C. Both about equal

D. Military pay is somewhat less than civilian
E. Military pay is far less than civilian

If I left thae Air Porce tomorrow, I think it would be very difficult to get
a job in private industry with pay, benefits, duties, and responsgibilities
comparable with those of my present job.

A. Strongly disaqree

B. Disagree

C. Undocided .
D. Agree ’

E. Strongly agree
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3l.

The Air Force is providing crough information to its members to permit ‘them
to determiiie the current status of actions which may impact on their fringe

benefits (commissary, retircwent, medical care, cte.)

A. Strongly disagrce
B. Disagree

€. Undccided

D. Agrec

E. Strongly ag-ee

The following is a liast of some Air Force benefits.
please indicate the importance of cach benefit to you and your family now. Be
surc the item number on your answer sheet is the same 23 the item number you are

answering on the survey booklet.

32.
33.
34.
3s.
36.
37.
3s.

BT R

40.
41.

42.
43.

44.
45.
46,
47.

J0-days annual leave
Bage exchange

Base housing

Military hospitals
Commissary

CHAMPUS

Legal assistance
Education and train;ng

Survivor benefits

Dependonts indemnity
componsation

Retirement

Travel and transportation
entitlements :

Inconme tax advantage
Ingurance discounted
Recreation facilities

Veterans bencfits (Gl Bill,
etc.)
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Using the scale shown below,

Low Medium High Undecided,
Importance 1Importance Importance Don't know

A B ¢ b E FP G ]

A B [ D E F ]

A B cC D E P G H

A B cC o B r ¢ H

A B [+ ] E F G H

A B ¢ o £ Fr ¢ H .

A B cC oD tE P G H

A B ¢ n E Fr G H

A B C D E F G H

A B D G .

A B [ D r G

A B cC ® E F G ]

AB ¢ oD e F G "

A B ¢c D E F ¢

A B c D E F G

A B c [+] 4 F G H
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Listed below are a number of factors which have been astociated with favorable
attitudes toward an Air Feorce careor.

FAVORADLE FACTORS

A. Opportunity for training and educatiom in the Air force

B. My Air Force job (challenqing, provides senss of aceoeplishnent. etc.)
C. Pay and allowances

D. liousing ..

B. Promotion system and opportunity

F. Fringc benefits (medical and dental care, BX, commissary, etc.)

G. Leadership and suporvisxcn in the Air Force

R. Travel and new experiences .
1. Have “"say®™ in future assignments

J. Security of Air Force life

K. Air Force policics and procedures

L. The retircment system

M. Opportunity to serve my country

N. Some other factor

0. I do not irtend to make the Air Force a career

48. Select the one factor which TODAY would insfluence you the most to make the
Air Force a career.

Listed below are a number of factors which have been associated with unfavorible
attitudes toward an Air Force careor.

UNFAVORABLE FACTORS

A. Family separation

B. My Air Force job (little challenge, little sense of accomplishment, cte.)
C. Pay and allowances

D. Housing

E. Promotion sclcction system

F. Promotion opportunity

G. TfFringe benefits (medical and dental care, BX, commissary, etc.)
H. - Leadership anug supervision in the Air Force

1. Freguent PCS ncves

J. Little "say* in future assignments

K. .Insecurity of Air Force life

L. The people

M. Afr Force policics and procedures

N. Some other faclor

0. Nothing unfavorable

493. 501§ct the one factor which TODAY would intiuence you the most NOT to make
the Air Force a carcer. .

S0. Mn Air Porce baso i{s a desirsble place to live.

A. Strongly disagrec

B. Disagree

C. Undecided

D. Agree

E. Strongly agree .
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Please rate the degree of importance of free time to you and your degree of
satisfaction with it based on the following description:

FREE TIME: Amount, use, and scheduling of frece time alone, or in voluntary
associations with others; variety of activities engaged in.

S1. What degrec of importance do you attach to the above?

AeeeseBooeesCrnneaDiceesBroeeeliceesl
. Moderate High Very High
Iaportance Iaportance Importance

52. To what degree are you satisfied with the FREE TIME aspects of your life?

AcereeBereeCovoeeBiceeeBoneeol.....G

. Highly Highly
Dissatisfied Neutral Satisfied

$3. What percant of your friends are Air Force members?

A. ©None N
B. 1-19

C. 20-39%

D. 40-59%

E. 60-791

F. 80-99%

G. All

The following is a list of Federal holidays:

1 Jan 77 = New Year's Day 11 Oct 76 ~ Columbus Day

16 Feb 77 - Precsident's Day 25 Oct 76 - Veterans' Day
31 May 76 ~ Maemorial Day * 25 Nov 76 - Thanksgiving Day
4 Jul 76 - Independence Day 2S. Dec 76 = Christmas Day

6 Sep 76 - Labor day .

S4. During the past year how many of these nine holidays were you not able to
- take off because you werc required (o be at work in a guty status?

A. 0 days F. S days
B. 1 day G. 6 days
C. 2 days : H. 7 days
D. 3 days I. 8 days
E. 4 days J. 9 days

Please rate the dcgree of importance of your work to you and your degrce of
satisfaction with it based on the following description:

WORK: Doing work that is personally meaningful and irmportant: peide in my work:
jJob satisfaction; rccognition for my efforts and my accomplishments on the job.
$5. What degree of importance do you attach to the above?
AeeeeaBecoseCronenDeveeBuceeslPoieseC
Modarate High Very tiiqgh
Importance Impoctance }nportdnce
56. To what degree are you satir®icd with the WORK aspects of your life?
NeceseBeniaoCiveeeDineesBeneecPeveadl

Hiahly iahly
Disgatisfied Neutral Satisficd
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$?. Which one of tha following shows how much of the t! you feel satisfioed
with your job?

A. All the time .

8. Moat of the time

C. A Jood decal of the time

N. About half of the time

E. Occasionally

F. Secldom .
G. DUNever

58. Choose the onc of the following statements which best talls how well
you like your job.

A. I hate it

B. I dislike it

C. I don't like it

D. 1 am indifferent to it

E. I like it

F. 1 am onthusiastic about it
G. I love it

$9. Which one of the following best tells how you feel about changing your job?

A. I would quit this job at once if I could

B. I would take almost any other job in which I could earn as uuch as I am
earning now

C. I would like to chznge both my job and my occupation

D. I would like to exchange my present job for another one

E. I am not eager to change my job, but I would do so if I could get a
better job

F. I cannot think of any jobs for which I would exchange

G. I would not exchange my job for any other

60. Which gne of the following shows how you think you compare with other people?

A. No one likes his job better than I like mine

B. I like my job imauch better than most peonle like theirs

2. 1 like my job better than most pecple like theirs

D. 1 like my job about as well as most peoplc like theirs

E. 1 dislike my job more than most people cislike theirs

F. I dislike my job much more than most people dislike theirs
G. No onc dislikes his job more than 1 dislike mine

Listed below are six characteristics which could be present on any job. Using the
scale below, indicate the degree to which you would like to have each
characteristic present in your job.

. Moderate Extromely
. or less iah Hiah
61, Stimulating and challenging work A D cC DE rFr G
62, Chances to exorcise independent thodght and A B ¢ oe r ¢
action in my job
63. Opportunitics to lcarn new things from ay work A B cC > r G
G4. Opportunitiocs to be creative and imaginative
in my work
65. Opportunities for personal growth and A B ¢ opeg rec
duvelopment in my job
86. A zense of worthwhile accomplishment in may work . A B c be r ¢
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67. wWhich onc @f the following factors do you consider the mo3it essential for
having~a satisfying job? .

A. Challenging work

B. Recognition for my work

C. Scnse of achicvement

D. Encouragemont to use initiative and cxeativity
E. Maving respons;bxlxty for a job .

F. Having a good supcrvisor

6€. 1Ilow do you evaluate your present Air Porce job?

A. Not at all challenging
3. Not very challenging
C. Somewhat challenging
- D. Challenging
- E. Very challenging

. 69. My present job makes good use of my training and ability.

A. Strongly disagree
B. Disagrece

C. Undccided

D. Agrce

E. Strongly agree

70. Do you think your Lresent job is preparing you to assume future positions
of grcater responsibility?

: ~ A. . Definitely no
B. Probably no
C. Undecided
D. Probably yes
E. Definitely yes

71. For your next assigrment, 40 you want a job which has greater responsibility
than your curzen: job?

A, . beflnitely no
B. Probably no

C. Not sure

D. Probably yes
E. Definitely yes

—— - =

; Te. :olzou fcel that the work you are now dainq ‘is appropriato to the grade you
. old:

A. My grade is much too high for the work I am doing
- 8. My grade is somcwhst too high for the work I am doing
: C. My grade is about right for the work I am doing
D. My grade is somewhat too low for the wnrk I am doing
E. MKy grade is much too low (or the work I am doing

7). What is your estimate of the average number of hours per week you spend on

the job?
‘ 4
i A. Less than 26 hours

B. 21 - 35

C. 136 - 40 : )

D. 41 - 45

E. 46 -~ S0

F. Sl - 5%

G. S6 - 60

H. More than 60

- 125




74. The Air Forcc requires me to participate in too many activities that are not
related to my job, .

Stronqgly disagree
B. Disagrece
] C. Undecided
- : D. Agree.
E. Stroagly agrce

>

7S. Air Forcc mombers should take more interest in uission accomplxshngnt and
less interest in their personal concerss.

A. Strongly disagree

B. Disagrce

C. Inclined to disaqroe
3 D. Undeccided

E. 1Inclined to agrce

F. Agree
G, Strongly agree . . N
76. I wish that more Air Force members had a gcnuine concern for national
security.
' A. Strongly disagree
B. Disagree
C. 1Inclined to disagree
D. Undecided
E. 1Inclined to agree
F. Aqree
G. Strongly agree

| tisted below are 10 concepts which can be related to your Air Force life
{questions 77-86). Rank them in order of their importance to you. Exanple:

If you believe that "A comfortable lifc™ (number 77) is the most important to you
of the 10 concepts, vou would mark an “A® for question 77 on your answer sheet.
If you belicve that "loyalty” is the second most important concept, you would mark
a *B* for question 8l on your answer sheet. Continue ranking until you have
marked a “J” for the concept of lcast importance to you.

——————— - .

*
A. Most important F. Sixth most important
. H B. G. }
: ! c. ". :
D. I. i
: 2. Fifth most important J. Least important :
77. A comforiable 1ife (a good salary, fow worries about money)
!
|

78. A scnse of accomplishment (making a meaningful contributinn)
. * 29, Family security (taking care of my family) .

80, 1Individual frecdom (indcpendence, being free to choose)

8l. Loyalty (dedication ta military and its missaion)

’ 82. Dcrsonal recognition (having personal accomplishments recognized and
i rewarded)

83. @Mational security (protection from attack, an effcctive military) .

84. Inteqrity tabsolute honesty, devotion to duty) |

5. Trust {(being able to depend on those around me, including my leaders, my
pecrs, and my subordinates) :

86. Job satistaction (doing work that [ like)
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Plecase rate the degrce of importance of lecadership/supervision to you and your

degre

e of gatisfacticn with it bascd on the following description:

LEADERSHID/SUPERVISION: My supervisor has ry intcrests and that of the Air Force

87.

88.

90.

9.

at heact: rceps me intormed; approachable ands helpful rather than critical; good
knowledge of the job.

What degree of importance do you attach to the above? (Select one of the

scven pointg) .
AieeseBeceaeCoooveDoceesBecaaslieea G
Moderate High Very High
Importance Inportance Importance

To what degree are you satisfied with the LEADERSHIP/SUPERVISION aspects
of your life? (Selcct one of the seven points)

. AcceeoBroeaeConeecDeveecBavoeePoc.s.G
Highly Righly
Dissatisfied Neutral Satisfied

what is your opinion of the leadership ability of your immediate supervisor?

A. Excellent

B. Above avecrage
C. Average

D. BDeiow average
E. Poor

what is your opinicn of the Gguality of leadership in the Air Force?

A. Excellent

B. Above average
C. Averago

D. DBelow average
€. Poor

The high degree of responsibility assigned to younqer, lower ranking
Air Force members places too grecat a striin upon them.

‘A. Stronqgly disagrce

B. Disagree

C. Inclined to disagroou
D. Undccided

E. 1Inclined to agree

F. Agree

G. Strongly ajgree

Of the following descriptions of discipline, sclect the one which mngt nearly
corresponds to your Jdefinition of what discipline should he on the part of an
individual in a pecacctime Air Force.

922,

93.

————— e .

Discipline i3 the willingness of the individual to:

A. Respoand quickly and without question to the direet lawful ocders of a
superioc

B. Adapt his bchavior to tha expaectations of the orqanization

C. Solt-direct his hehavior so that i helps in the aceomplishmenis of the
MmiLsion ot the orqganization.

What is your opinion of discipline in today‘’s Alr Porce?
A. Too strict

B. Somewhat strict

C. Alout .ight

D. Somewhat lenient
E. Tco lenient
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3 l Listed below are 23 factors or policies which affcet Air Force personnel. Using
the scale listed immediately below, please rate each of the factors. Mark only
one response for each item.

A. Standard too strict, enforcemcnt too strict
B. Standard too strict, enforcement about right
C. Standard too strict, enforcement too lax N

' . D. Standard about right, enforcement too strict . :
E. Standard about right, enforcecment about right .
F. Standard about right, entorccment too lax

G. Standard too lax, enforcement too strict . '
#H. Standard too lax, enforccment about right -
I. Standard too lax, enforcement too lax

94. Overall personal appearance. !

95. Wear of the uniform. -
96. Haircuts,

97. Mustaches.

96. Beard policy.
92, Military courtesy and customs.

100. Personnel weight control program.

101. what my immediate supervisor expects of me.
102. My commander's policies and procedures.
103. Officer/enlisted on-the-job relationships.
104. Drills and ceremonies.

105. Respect for supervisors.

P e i e

106. Safety procedures.

e B — =i o

107. working hours.

108. Leava proccedures.

.. 102. Living in on-base family housing

110. Living in on-base dormitories.

111. Quality of work expected on the job.

112. Quantity of work expected on the job.

113. Ofticer supervinor/subordinate relacionships.
114. Enlisted supervicor/subordinate rclationships.
i 115. Unit nission accomplichment.

116. Air Force life in general.

o~
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A

The following is a list of statements about leadership/supervision. Please
indicate whether you aqrce or disagree sith each statement using the scale shown.

Strongly Strongly
Disanzee Disagree Undecided Agree Aqree
117. The Air Force does a good job .
of keeping me informed abcut
what is going on. a B c . D 4

118. More supervision of member
performance and behavior is
necded at lower levels within
the Air Force. b 3 B [ [} E

119. Persons in my work group
encourage each other to work
as a team. P} ] c D 4

120. My supervisor tries to get my
ideas before making decisions
that are important to nme. a B [ o E

121. Persons in my work group offer
each other ncw ideas for solving
job-related problems. A B [+ D E

122. My supervisor cncourages the
people in my work group to
exchange opinions and ideas. A B [ -] E

123. I would say that the lowest lavel
supervisors in my organization
usually have cenough say or
influence on what goes on. A B c D 5

124. When decisions are being made
in my organization, the persons
who will be affected mecst are
asked for their ideas. A B c D 1 4

125. Persons who do not supcrvise
others in my organization have
an adequate amount of say or
influcnce on what goes on. A B c ] 4

126. Information is usually widely
shared in my organization so
that those who make the decisinns
will base their decisions on the
best available know-~how. A B [ D | 4

127. I get the information I need to
do my job in the best possible
way. A B c D | 5

128, wWhen I talk to pecople in my work
group, they pay attention to what
I am gsaying. A ] [ D 3

129, M#y cupervisor is frieadly and
casy to approach. A ] [ -]

136. My supervisor pays attention t
what I have to say. . A B < 4] 4
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2+3l. HNow often do you and your supervisor get together to set your personal
pecformance objcctives?

A. Never

B. Scldom

C. Somctinmes

D. Frequently

F. Very frcquently

132. How often are you given feecdback from your supervisor about your job

performance?
A. Never
B. Seldom

C. Sometimes
0. Frequently
E. Very frequnntly

133. Does your immcdiate supervisor give you recognition for a job well done?

A. Never
8. Seldom
C. Sometimes
D. Frequently
E. Always .
134. Wwhat kind of influcnce does your immediate supervisor have oan your
organization?

A. Very favorable
B. Favorable

C. Neutral

D. Unfavorable

E. Very unfavorable

135. Are you given the frcedom you necd to do your job well?

A. Never

B. Scldom

C. Sometimes
D. Often

E. Always

Please rats the degree of importance of the concept of cquity to you and your
degreec of satisfaction w.th it based on the follovino description:

EQUITY: Equal opportunity in the Air Force; a fair chance at promotion; an even
break in my job/assignment sclections.

135. What degrce of importance do you attach to the above?

| WP - DU S I P
Moderate ftigh Very ftigh
Importance Importance Importance

137. To what degree are you satisficed with the EQUITY aspects of your life?

AeeeeeBeeeeeConieeDiceeeleceasPeceeC
ftighly Nighly
Dissatisficd Neutral Satisficd

139. An individual car ;~t more of an even beeak in civilian life cthan in the
Air Forece.

A. Strongly discgces
B. 0Qisagree

C. Undecided

D. bhqree

F. Stroayly agren




A.
B.
. c.
D.
E.
. F.
G.

A.
B.
C.
D.
E.

A.

142. How does your supervisor deal with your women ¢ --workers?

My supervisor is a woman and she:

My supervisor is a man and he:

.,' v e - W T .'-M—-w'-«_wf-—‘—- ————

139. The Air Force promotion system is effective (i.e., the best qualified
people are gencrally selected for prozotion).

Strongly disaqree
Disagrece

Inclined to disagree
Undecided

Inclined to agree
Agree

Strongly agree

140. What of the following best represents your opinion of the E-5/6/7 WAPS

factors?

A. Mot enough weight is given to performance reports
B. Mot cnouah weight is given to tests

C. HNot ecnough weight i3 given to seniority

D. Not enough weight is given to decorations

E. . Too much weight is given to performarnce rep..:ts
F. Too much weight is given to tests

G. Too much weight is ¢iven to semiority

H. Too much weight is given to decorations

I. No opinion

141, On the same jobs as men, do Air Force women tend to do more, less, or about
the same amount of work?

Much more

More

About the same
Less

Much less

Not applicable, there are no wemen in my ‘31t

B. Expects more from the woren workers than the men
C. Trecats men and women workers the same
D. Cives women workers the casy jobs, and the naca jobs to men

3.  Expocts mare [rcm tne wonen workoi s than the men
F. Treats men and woner wogkees the ame
G. Gives women worikers the cacy jobs, and the hard jobs to the men
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Picase rate the degree of importance of personal qgrowth to you and your degree of
satisfaction with it bascd on the following description:

PERSONAL GROWTIHI: To be able to develop individual capacitics, cducation/training;
making tull use of my abilities; the chance to further my potential.

143, what degree of importance do you attach to®the above?
P VPR : YO « PPN » JIS S £

: . Moderate ligh Very High
! Importance Importance Importance

144. To what degree are you satisfied with the PERSONAL GROWTH aspects of your

H life?
' AveereBeeeeConeeeDeceeoBaveecFeenn G
Wighly Highly -
Dissatisfied Neutral Satisfied

145, For the ﬁost part, how suitable for your needs was .he course material in
the NCO Orientation Course (Phase I, NCO PME)?

! A. Excellent

B. Good
C. Fair
D. Poor

E. Have not attended the course
F. Not applicable, I am an oifficer

146. Overall, my attendance at the HCO Orientation Course (Phase I, NCO PME) was
a good, useful investment of my time and effort.

A. Strongly disagree

B. Disaqgree

C. Inclined to disagree

D. Undecided

E. Inclined to agree

F. Agqrce

G. Strongly agree

1. Have not attended the course

1. Not applicable, I am an officer

147. Air Force training programs do not ds a very good job of preparing people
to get along with other people.

A. Strongly disagree
B. Disagrce

C. Undecided

D. Agrce

E. GStrongly agree

L]
143. Teachnical Schesl Training does not do an adequate job of preparing an
airnan for his first duty assignmenc.

A. Strongly disagree
B. Disayree

C. Undeccided

D. Agree

E. Strongly agrce

139, Dusic Military Training docs not do an adequatc job of preparing airmen
for their first duty assignment.

A. Stronqly disagree

B. Disuqrece S
C. Undcecided
D. Agree

E. Strongly agree

132
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150. “<oday's Air Force training pregrams should devote some time to help prepare
people to get along with cach other better.

A. Strongly disagrece

8. Oisagree

€. Undecided P

D. Ayrce

E. Strongly agree .

151. ftiman Relations FEducation courscs are effective in bringing about better
wirking relations on the job.

A. Strongly disagree
B. Disaqree

C. Undecided
D. Agree .
. E. Strongly agree
Plcase rate the deqrec of importance of the concept of petsonal standing to you
and your degree of satisfaction with it based on the following description:
PERSONAL STANDING: To be treated with respect: prestige; dignity; reputation:
status,
182. wWhat degree of importance do you attach to the above?
AceecoBesesCieveeDieeBiveeoFeeee.G
Moderate High Very iigh
Inportance Importance Inmportance
153. To what degree are you satisfied with the PERSONAL STARDING aspects of your
life?
b
-, AceseeBeeeiChvreDiiei Biveofeees.G
] Highly Highly
; Dissatisfied Neutral Satisfied
} .
‘! 154. I have a lot of respect for most of the Senior NCOs (E7-E9) I know.
{ A. Strongly disaqree
B. Disagree
C. Undecided
D. Agree
' E. Stronyly agyrece
; -
155. Recent changes in Air Force personnel programs have been aimed at enhancieg
NCO prestige. Do you belicve these ectforts will be successful?
* A. Definitcly yes
! DB. Probably yes
C. Undecided
D. Probably no
- FE. Decfinitely no
. N 1L6. The prestigye of the military has declinedd over the pant scveral zears.
A.  Strongly disagree
B. Disaqree
C. Undecided
. D. Ayreu
L L. Stronqly agree

133 .
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3 - 157. Most of the Scnior NCOs (E7-E9) understand and are able to communicate with
the pcople who work with them.

\ A. Strongly disagree
' B. Disagree
! C. Undecided
. * D. Agree
E. Strongly agree

158. Scnior NCOs (E7-E9) are usually given jobs with less responzibility than
they should have.

A. Strongly disagree
B. Disagree
C. Undecided )
D. Agree
L E. Strongly agree

Plcase rate the degree of importance of health to you and your degree of
satisfaction with it based on the following description:

HEALT: Physical and mental well~being of self and dependents: having illnesses
and ailments detected, diagnoscd, treated and cured; quality and quantity of
health care services provided.

159. What degree of importance do you attach to the above?

AecessBeoeeeCovevsDeiveecBiveeFeea. .G
Moderate High Very Hi ,h
Importance Importance Importance

160. To what dcgree are you satisfied with the HEALTH aspects of your life?
f WP : PR o P « PR TIPS ST

Highly Highly*
Dissatisfied Neutral Satisfied Y

—— - - - w

161. Generally, how satisfied are you with the medical care you received ot
military medical facilities during the past 12 months?

A. MHighly dissatisfied
. B. Dissatisficd

’ C. HNeither satisficd nor dissatisfied
. . D. Satisfied
. : E. HNighly satisfied
F. Not epplicable, did not visit military wedical facility in past 12
months . ’

162. Generally, how satianfied ase you wit. the medical care your children
received in nilivazy medical facilities during the past 12 months?

A. High'y digsacisCied
D. Dingatisficd R
;! C. DMNeisther satisfic’ noir dizsatistied i
' D. Satisficd
E. Higqhly satisfjed
F. liot applicable
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163. Generally, the amount of time I have had to wait for trecatment at militar
. medical facilities during the past 12 months has been reasonable.

A. Strongly disagree
8. Disaqgree

C. Undecided

D. Agree

E. Strongly agree

¥. Not applicable

164. Generally, medical personncl at military medical facilities are pleasant
and concerned abcut patients.

A. Strongly disagree
B. Disagrce

C. Undcecided

D. MAgrce

E. Strongly agrece

16S. Approximately how many times did you and/ar your children visit a militar’
medical facility during the past 12 months.

A. None

B. 1-4 times

C. 5«8 times

D. 9-12 times

E. More than 12 times
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Special Instructions:

of assignment. Refer to paragraph two of yo
letter code for your base. The first letter
to mark for Item >ne on your answer shuct; the scceond letter «tll Le the geanpoase
choice for you to mark for Ttem two OR your answer shect. Now teoceed to [tem
three and be sure that your answer (s marked in the appenprlate >pace toc Item
three on youv answer sheect.

1.
2.
3.

4.

(Please mark the answer sheet with crde:

Items one and twoy below will tee ysed Lo bdentit g o zoue base

ur cover lutter to Tind the two-
will be the tesponse choilce for vou

oo ilaed abhove,

(Please mark the answer shecet with code

descrited sbove. )

What is your present active duty yrade?

A. Colonel I.
B. Lieutenant Colonel AN
C. Major K.
D. Captain L.
F. First Lieutenant .,
F. Second Lieutanant N.
G. Warrant Officer O.
H, Chief Master Sergeant P.

o

What is‘your command of assignment (the

records)?

A. Alaskan Air Command M.
A. U.S, Air Force Academy M.
C. U.S. Air Forces in FRyiape 0.
D. Air Force Accounting and P.

Finance Center Q.
E. Air Force logistics Cummand R.
F. Air Force Systems Command S.

a. Air Reserve Pemsonnel Center T.

H. Air Training Command

I. Air Universtiy u.

J. Headquarters Air Fforce Reserve v,

K. Headauarters USAF

L. Air Force Communications w.
Command

How much total active federal military

Senior Master Sergeant
Mauter Serygeant
Techintcal Sergeant
Staff Serreant
Serycant

Seni1ot Alrman

Airman bFirst Closs
Airman

ALcman hkasic

command that maintains your personnel

Alc Purese: NDuty Aatowation Adgeacy
Milicary Airlife Command

Pacific Air Forces

strategic Ate Jommand

Tactical Aiv Command

Flectrounic lecurity Command

Air Farce Militucy Daecsannel Centec
Arr torce luspection and Safecy
Center

Arr Force Audit Avjjuncy

Air Force Office of Special
{nvestigattions

Other

service Lave you completad?
L}

A. Less than 1 year 0. 14 yeurs but less than 13
B. l year but less thun 2 p. 15 y=ars but less than 16
c. 2 years but less than ) 0. 16 years hut less than 1?7
n. 3 years but less than 4 | R. 17 years but less than 18
E. 4 years but less than S S. 18 years tut less than 19
F. S years but less than 6 T. 19 years but less than 20
G. 6 years but less tihan 7 u. 20 years bul less than 21
H. 7 years but less than 3 v. 2l years but less than 22
I. 8 years but less than 9 Ww. 22 years but less than 23
J. 9 vears but less than 10 X. 22 years but less than 24
| 88 10 years but less than 11l Y. 24 vears bat less than 28
. 1l vears but less than 12 2. 25 years but less than O
. L2 ymars but less than 1) 1. 26 yeraes Hut less than 27
N. 13 years but less than 14 2. 17 vears o aurce
137
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What

A.
8.
C.
O.
E.
F.

c‘
H.
f.
J.
K.
L.
M,

J.

is your highest level of education now (include <ccepted GED crwdits)?

Some high school (did not graduate)

High school graduate (no college)

Trade or technical school (no colleqge)

Some college, but less than one year

One year college, but leéss than two

Two years college, but less than three (including twueyear associate
degree) .

Three years or more ¢ollege, no degree

Registered nurse diploma program

College degree (BS, BA, or equivalent, except [[..8]

Graduate work beyond bachelor .degree (no master's degree)
Master's degree

Postgraduate work beyond master's duqree

Doctorate degree (includes LIL.B, .J.D., D.D.S., M.D., and D.Y.M.)

is your marital status?

Married and spouse is not a member of a military service
Married and spouse is a member of a military service
Never been married

Divorced and not remarried

Legally separated

Widower/widow

was the source of your commission?

Not applicable, I am enlisted

oTS

oCcs

RCTC

Aviaticn Cadet

Navigation Cadet

USAFA .
UsMa

USNA

Other

Which one of the follcwing do your consider yourself?

A.
8.

C.
DQ
E.
F.

What

LY
8,

Black E
Spanish Speaking Origin (Cuban, Puerto Rican, Mexican American,

Spanish Descent)

American Indian

Asian Origin (Chinese, Japanese, Korean, Filipino, or Asian American)

White (Other than Spanish Speakinrg Origin)

Other

is your sex?

Male
female
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11.

12,

13,

14.

1s.

B ande T S

16.

17.

Which one of the following best describes your attitude towatd making the

Alr Force a carser?

A.
b.
C.
D.
!.

Definitely intend to make the Air Force a career

Most likely will make the Air Force a career

Undecided

Most likely will not make the Air Force a career
Definitely do not intend tv make the Air force & career

At the time vou came on active duty in the Air Force, which one of the

ollowing best describes the attitude

career?

A. Definitely intended to make the Air Force a career

8. wWas inclined toward making the Air Force a career

C. Was undecided

D. Was not inclined toward an Air Force career

E. Definitely did not intend to make the Air Force a career

Which of the following best describes your attitude toward retirement at
20 years of military service?

A.
’.
c.
D‘
E.

Not applicable have over 20 years service

Definitely will remain on active duty beyond 20 years
Probably will vemain on active duty beyond 20 years
Undecided

Probably will retire at or soon after reaching 20 years
Definitely will retire at or soon after reaching 20 years

I will probably leave the service before 20 years of service

does Y 4r active duty service comamitment expire?

No active duty service commitment

In less than ] year

In greater than 1l year but less than 2 years
In greater than 2 years but less than ] years
In greater than ] years

How often do you thiank about quitting the Air force?

A.
8.
c.
D.
E.

Never
Rarely
Sometimes
Often
Constantly

Enter the code for the first digit of your duty Air Force Specialty Code
(AFSC) opposite item 16 on your answer sheet.

Ve
8.
c‘
D.
E.

0 P. 5
1 G. 6
2 H. 7
3 | 8
4 J. 9

Enter the code for the second digit of your duty AFSC opposite item 17 on

your

A,
8.
C.
D.
t.

angwer sheet.

F.
cl
H.
x.
Je.

WO
O® oW
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18, ©Enter the code for the thivd di it or

Your Jdnswel gheut,

A. 0 I [
8. 1 C.
C. 2 ",
D. ] [,
E. 4 J.

19. What is youl current primary a¢rwnautical

A. Pilot

B, Navigator

C. Flight Suvyeon

o. Other acvrounautical rating
E. Monratud

LSS B I

et ol s AL ety gtew 1T G

ratina/

The following uuescilong address Lhe subonects ol cChnemic standara and security.
Please rate your deyreus OF S3CialaGr v JhLhL Phem tuiand on the descriptions shown

below,

ECCHOMIC STAMDARD:  snatisfaction of Lasic human needs such us food, shelter,
clocning; tne apility to maintain an uccveptabile stundard of living. .

20. To what deqree acce you satisficd with the I'CGROMIC STAMDARD aspects of your
lifa: (Select v'ne oOf the seven pointy an the sotiglaction scale.)

A . . . n . . . c . . L] " . . .

Hiuhly tleutral
Cissagistied

21, Mont of the time my militacvy service [ay

o o ! « o 0 G

ik 1‘/
Siatinfied

in aadgquate to cover the basic

expenses with at least a little left aver.

Al Strongly disaquee

B. Disaqree

c. Sliahtly dissarce

D. Neither agice: ov disadreu
E. Sliqhtly accee

. Agree

G. Strona.y auree

22. In the furture [ helieve my military tnooee

stuardard ot living

A, Scrongly disagcise

B. Pisagree
' c. Sliagbhtly Jisaures
D. Heltheo agree or dtSagres:
E. Slightly aurew
F. AqQree
C. strongly adcee

33, How do, yuu see vour future wmiltitae,

to the futule fay OF Acngoveridee nt civag

A, Milicary mucth betrar abile to b

3. Milieatry sSOmewhat teettoer abde to bt
C. o diftevence Letween mplit oy

G, Honaqavetiurent ctvilians sone What

| Monaovetnme ne Civiliang duet Lettot
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24. In comparison to two years ago, how has your overall financial condition
changed (consider savings, investments, debts, possessions)?

A. I am in much better condition

B. I am in somewhat better condition
C. I am in about the same condition
D. I am in somewhat worse condition
E. I am in much worse condition

25. The future financial security of myself and my family is of daily concern
to me. .

A. Strongly disagree
. 8. Disagree
C. Slightly disagree
D. Neither agree nor disagree
E. Slightly agree
F. Agree
G. Strongly agree

26. Would you recommend Air Force Service to a young man/woman?

A. Am inclined to recommend AF Service

B. Am slightly inclined to recommend AF Service
C. Would not recommend AF Service

D. pon‘t know

27. Which of the following best describes the impact of inflacion on you over the
- last two years?

A. Inflation has had relatively little effect on me

B. Have just been able to make ends meet

c. Have had to withdraw from my savings to make ends meet
D. Have gone deeper in debt to make ends meet

E. soth C and D above

F. None of the above

28. Do you or your dependents, if any, currently receive federal, state, county
{public) assistance?

—————— -~

A. No
B. Yes, food stamps only
C. Yes, monetary payment only
. D. Yes, food stamps and monetary payment

ECCNOMIC SECURITY: Guaranteed employment; retirement benefits; insurance;
protection for self and family.

_ 29. To what degree are you satisfied with the ECONCMIC SECURITY aspects of your
' ) lite? h
Ae..B8,..C...0.,.,.2...F...0C
Highly Neutral Highly
Dissatisfied Satistied
1
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36. Do you hold a second job?
A. No
Yes, I work {(choose one answer below)

8. 1l=5 hours per week
C. 6~-10 hours per week
- De 11=-20 hours per week . .
= e. 21-10 hours per week
’ F. Over 30 hours per week

J1. Does your spouse work?
A. Not applicable, I am not married or | am legally sepacated
I am marrvied ind my spouse

B. Resides with me, and has a paying job

c. Resides with me, and does not work

D. Does not reside with me, and has a paying job
E. Does not reside with me, and does not work

32. ‘The main reason that I have a second job, and/or that my spouse works is that
we have to in order to make ends meet.

A. Not applicable

B. Strongly disagree
C. Disagree

D. Undecided

E. Agree

F. Strongly agree

33. How do you think your military pay (including all allowances and fringe
benefits) compares with pay in civilian employment for similar work?

A. Military pay is far higher than civilian

8. Military pay is somewhat higher than civilian
C. Both about equal

D. Military pay is somewhat less than civilian
E. Military pay is far less than civilian

———————

34. If I left the Air Force tomorrow, I think it would be very difficult to get a
job in private industry with pay, benefits, duties, and vesponsibilities
comparable with those of my present job.

] A. Strongly disagree
) B. Disagree

! C. Undecided

. D. Agree ]
€. Strongly agree

35. An Air Force base is a desirable place to live.

A. Stronqly disagree
8. Disaqree

C. Undecided .
D. Agree i
£, Strongly agree
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Please rate the degree of satisfaction with your free time based on the following
description:

FREE TIME: Amount, use, and scheduling of free time alone, or in voluntary .
associations with others; variety of activities engaged in.

36. To what degree are you satisfied with the FREF TIME aspects of your life?
A...B,,.C¢e.c.D¢..E0¢. .F...C

" Righly Neutral Highly
Dissatisfied Satisfied

Please rate the degree of satistaction with your work based on the following
description: '

WORK: Doing work that is personally meaningful and important: pride in my work:
joo satisfaction: recognition for my effcrts and my accomplishments on the job.

37. To what degree are you satisfied with the woéx aspects of your life?
AeeeB.oeowelCoioeeDes.BooeasfFaoo.GC '

Highly Neutral Highly
Dissatisfied Sacisfied

38. 7o what extent are you satisfied with the relationship you have with your
peers?

A. Highly dissatisfied
B. Dissacisified

C. Neutral

D. Satisfied

E. Highly satisfied

39. To what extent are you satisfied with the relationship you have with
subordinates? '

A. Highly dissatisfied
B. Dissatified

C. Neutral

De Satisfied

E. Highly satisfied

F. Not applicable

40. On most work days, how often does time seem to drag for you?

A. About half the day or more
B. About 1/3 of the day

C. About l/4 of the day

0. About 1/8 of the day

E. Time never seems to drag

31, Sqme people are completely involved in the job == they are absorted in it
night and day. For others, their job is simply one of several interests,
How 1nvolved do you feel in your job?

A. Very little; my other interests are more absorbing

B. Slightly involved

C. Moderately involved; my job and my other interests are egually absorbing
to me

0. Scrongly involved

E. Very strongly involved; my wurx is the moxt absorbing interest 1n Ay life
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42.

43.

44.

45,

46.

[ B s st
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How often do you do extra work for your job which is not really required of
you?

A, Almost every day

B. Several times a week

C, About once a week

D. Once every few weeks

E, About once a month or less

Would you say you work harder, less hard, or about the same as other people
doing your type of work in your work organization?

A, Much haxder than most others

B. A little harder than most others

C. About the same as most others

D. A little less hard than most others
E. Much less hard than most others

Which one of the following shows how much of the time you feel sacisfied with
your job?

A, All the time

8. Most of the time

c. A good deal of the time
D. About half of the time
E. Occasionally

r. Seldom

G. Never

Choose one of the following statements which best tells how well you like
your job. .

A, I hate it
B. I dislike it

c. I don't like it

D. I am indifferent to it

E. I like it

F. I am enthusiastic about it
Q. I love it

Which one of the following best tells how you feel about changing your job?

A. I would quit this job at ance if I zould

8. I would take almost any other job in which I could earn as much as [ am
earning now

C. 1 would like to change both my job and my occupation

D. I would like to exchange my present job for another one

E. I am not eager to change my job, but I would do so if I could get a
better job

| I cannot think of any jobs for which I would exchange

G. I would not exchange my job for any other

Which one of the following shows how you think you compare with other people?

A. Mo one likes this job better than [ like mine

B. I like job much better than most people like theirs

C. I like my job better than most people like theirs

0. I like my job about as well ag most people like theirs

E. I dislike my job more than mos. people dislike theirs

Fe I dislike my job much more than most people dislike theirs
c. No one dislikes this job more than [ Jislike mine
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49.

50.

sl.

52,

s3.

54,

Mow do you evaluate your present Air Force job?

A. Not at all challenging
B. Not very challenging
Ce. Somewhat challenging
D. Challenging

E. Very challenging

Do you think your present job is preparing you to assume future positions of
greater tesponsibilitcy?

A. Definitely not
B. Probably not
c. Undecided

D. Probably yes
E. Definitely yes

What i{s your estimate of the average number of hours per week you spend on
the job?

A. lLess than 30 hours

B. 31-3%
c. 36-40
D. 41-45
E. 46-50
F. 51-55
C. $6-60

H. More than 60

The Air Force requires me to participate in too many activities that are not
related to my job.

A. Strongly disagree
B. Disagree

c. Undecided

D. Agree

E. Strongly agree

Air Force members should take more interest in mission accomplishment and
less interest in their personal concerns.

A. Strongly disagree

B. Disagree

c. Inclined to disagree
D. Undecided

E. Inclined to agree

F. Agree

C. Strongly agree

<0 what extent do you have trust in senior Air Force decision makers?

A. None at all

B. Very lictle extent
Ce. Some

D. Creat extent

£. Undecided

%0 what extent do you have confidence in senior Air Focrce decision makers?

- A Mone at all

8. Very little axtent
C. Some

0. Creat extent

E. Undecided
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55.

56.

57.

58.

59.

The AF is a good organization to work for today.

A.
B.
C.
D.
E.
F.
G.

Five

A.
B.
c.
D.
E.
F.
G.
H.

Strongly disagree

Disagree

Slightly disagree

Neither agree nor disagree
Slightly agree

Agree

Strongly agree

years ago, the AF was a good organization in which to work.

Strongly disagree

Disagree

Slightly disagree

Neither agree nor disagree

Slightly agree

Agree

Strongly agree : .
Not applicable, I have served less than five years

Considering just the trends you observe today in the Air Force, five years
from now, the AF will be a good place to work.

A.
B.
C.
D.
£.
Fo
c'

Strongly disagree

Disagree

Slightly disagree

Neither agree nor disagree
Slightly agree

Agree

strongly agree

I wish that Air Force members had a genuine concern for national security.

A.
B.
C.
D.
E.
F.
G.

Strongly disagree
Disagree

Inclined to disagree
Undecided

Inclined to agree

Agree
Strongly agree

Select the one factor which TODAY would influence you the most to make the
Air Force a career.

A.
8.
C.
D.
E.
F.
G.
.
I.
J.
K.
L.
M.
t.
0.

Opportunity for training and education in the Air Force

My Air Force job (challenging, provides sense of accomplishment, etc)
Pay and allowances

Housing

Promotion system and opportunity

Fringe benefits (medical and dental care, BX, commissary, etc)
Leadership and supervision in the Air Force

Travel and new experiences

Have “say” in future assignments

Security of Air Force life

Alr Force policies and procedures

The reticrement system

opportunity to secve my country

Some other factor

I do not intend to make the AiLr force a career
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60. Select the one factor which TODAY would influence you the most HOT to make the
Air Force a career.

A. Family separation

B. My Air Force job (little challenge, little sense of accomplishment, etc)
C. Pay and allowances .

D. Hlousing

E. Promotion selection system

F. Promotion opportunity

G. Fringe benefits (medical and dental care, BX, commissary, etc)
fl. Leadership and supervision in the Air Force

I. frequent PCS moves

Je Little "say” in future assignments

K. Insecurity of Air Force life

L. The pecole

M. Air Force polxcxes and procedures

N. Some other factor

0. Nothing unfavorable

This section consists of a list of 9 Career-related Outcomes. Consider each out-
come separately and decide how desirable it would be to attain that outcome as a

result of your career. In this section, please consider the outcomes independently
of any specific career.

Indicate your desirability of attaining each outcome by selecting the appropriate
letter on the scale following the ocutcome. The scale ranges from EXTREMELY
UNDESIRABLE to EXTREMELY DESIRABLE with the midpoint (F) indicating that you are
INDIFFERENT to the outcome. To be specific, DESIRABLLE is taken to mean how much
you would like to experience an outcome, and UNDESIRABLE means how much you would
dislike experiencing it.

61. Earning a high salary.
AeesBoeoeCoeoeDoeeeiEBo'eo oFPeooeoGoowolHoeooloeoddoooKk

EXTREMELY
UNDESIRABLE

INDIFFERENT EXTREMELY

DESIRABLE
62. Promotions based on your job performance.
A e e sBoeoeoeCoeooeDeeeéEBEowe i FoooelG.ooeoolleool.oiwoeddJ.esoooKk

EXTREMELY
UNDESIRABLE

INDIFFERENT EXTREMELY

DES IRABLE
63. An interesting and challenging job.
A s o v B o v e C e v oD e e BovvoF oo oG o oaleeweloewdeoesk

EXTREMCLY
UNDESIRABLE

INDIFFERENT EXTREMELY

DESIRABLE

64. A set of rules and requlations governing personal behavior in such areas as
dress and appearance and associations with other members of the organization.

AeooeB.oo.C.o oD eBo v oF oo oG vaoe e oleeedaeoeack

EXTREMELY INDISFLRLUT EXTREMELY
UNDESIRABLE DES IRABLE
147
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65. A 20-year retirement program with a monthly pension of 40% of your total
salary (This would be equivalent to approximately 504 of your base pay in the
Air Force. By expressing it this way, comparisons between military and
civilian pensions can be made.)

Y

A+ o.B. o oCo oD v B o FLoe.GCL,0.Hoeoeleooeodoee oK

EXTREMELY INDIEFERENT EXTREMELY
UNDESIRABLEL DESIRAZBLE

66. Effective use of your abilities and training by your o:ganiza:ion.
Ao eBooeCooeaDoesBEooeeP.o. .G, sHoeoeloeoeooedoe.ososk

EXTREMELY INDIFFERENT EXTREMELY
UNDESIRABLE DESIRABLE

67. Extended separation from your immediate family (if married) or from home and
friends (if unmarried).

A v v 0B o v v C it oDt e eBovoPououweBouooeeBoeoseloeoeedeosook

EXTREMELY INDIFFERENT EXTREMELY
UNDESIRABLE . DESIRABLE

{ 68. A favorable attitude on the part of your spouse (if married) or immediate
family (if unmarried) regarding your caceer. .

Ae¢oeoB.oooeCooeDieeEBooeoFooeeBG.oioeoHlHeooIoieodoeooKk

EXTREMELY INDIFFERENT EXTREMELY
UNDESIRABLE DESIRABLE

69. The requirement to attain positions of increased rank and responsibility in
order to remain a member of your organization.

A e o oeBoos oeCooeDeoosEBeooe oF oo oGooeHoeoeolaoaoeoodoesosoK

EXTREMELY INDIFFERENT CXTREMELY
UNDESIRABLE DESIRABLE

The following statements concern the degree to which you perceive the 9 Career-
related Outcomes are associated with (i.e., provided by) an Air Force career.

Following each statement, indicate one of the 11 responses on the scale ranging ;
from COMPLETELY DISAGREE to COMPLETELY ACREE that best describes the extent of :
your agreement or disagreement with the statement. The midpoint of the scale (F)

indicates that you are UNDECIDED or have NO OPIMION about the correctness of the

statement and its implied association.

70. An Air Force career will provide you with a high salary.

A .o oBo.oCo v D v oo o FPowoCGuiw vl ewe el ovoeoedeso R

COMPLETELY UNDECIDED COMPLETELY
DISAGREE AGREE

71. Promotions are based on job performance in the Air Force.

”

Ao o B € v Dy s EL e e Bl e i G sl e e e e e d e

ceMpLeToLY ' UNDECIDED COMPLETSL 1
DISAGREL AGACE
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72. A career in the Air Force provides interesting and challenging jobs.
A .o eB.oosC o oD oo B eoF oeoe€Cooeocll e oleesdde..r

COMPLETELY UNDECIDED COMPLETELY
DISAGRLE ACREL

73. 1In the Air Force, you will be subject to a set of rules and regulations
governing personal behavior in arcas such as dress and appearance and
associations with other members of the organization.

A .. +eB .. C. o eDeeveEBEo'veP oo oiCoiivotleeeloeeosd.eesak

COMPLETELY UNDCCIDED COMPLETELY
DISAGCREE ’ ACREE

74. You will be able to retire from the Air force after 20 years service with a’
" monthly pension of 40% of your total salary (equivalent to approximately 503
aof your base pay). .

A s oeBLo o oCoi st De e o Bt i FavoCoooelleeoeloeosddoes.aoKk

CCMPLETELY UNDECIDED COMPLETELY
DISAGREE AGREC

75. Effective use will be made of your abilities and training. throughout an Air
Force career,

AsooeB.,..C. oD BB evFoooeBGoooelleoeoedloe.oedo.esdkK

COMPLITELY UNDECIDLD CCMPLETELY
DISAGREE : ; ACREE

76. Extended separation f{rom your immediate family (if married) or from home and
friends (if unmarried) is one aspect of an Air Force career.

A, B cCoi i vDie B FPoooiCovoolaoweloeeed.asaok

COMPLETELY UNDECIDCD CCMPLETLLY
DISACGREE AGRELC

77. Your spouse (if married) or your immediate family (if unmarried) has a
favorable attitude regarding vou having an Air Force career.

Ao B cC.oeeDoeoeBo e oF oo oiGovellee.oloewoedesoek

COMPLCTELY UNDECINOED CCMPLETELY
DISACRLE ACREL

78. An Air Force career will require you to attain positions of increased rank
and responsibility in order toc remain a member of your organization.

Av.s B .. .CL L, .D. . B e FiiaBoieotteeeloeeedoee.X

COMPLLTELY UNDECIDED COMPLETELY
DISACRLE ACREE
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The following statements concern the degree to which you perceive the 9 Career-
related Outcomes are associated with (i.e., provided by) a civilian career.

Following each statement, please indicate one of the 11 responses on the scale
ranging from COMPLETELY DISAGREE to COMPLETELY AGREE that best describes the

" extent of your agreement or disagreement with the statement. The midpoint of the
scale (F) indicates that you are UNDECIDED or have MNO OPINION about the correctness
of the statement and its implied associaticen.

79. A civilian career will provide you with a high salary.
Ao eBoioseCuieoeDie oiBeooeeFoioeoiBuoaoaelleesloeedoso ok

COMPLETELY * UNDECIDED ’ COMPLETELY
DISAGREE ACREE

80. Promotions are based on jéb performance in a civilian career. .
A e o oeB s oeC. oD s BoooeFveooedGooolHoooloe oddoesosoKk

COMPLETELY UNDECIDED COMPLETELY
DISAGREE AGREE

8l. A career as a civilian provides interesting and challenging jobs.
A L . L] B L * . C L) L] L] D L - - E L . - F . L4 . G . - . H . . . I . . . J - . L R

COMPLETELY UNDECIDED COMPLETELY
DISAGREE ACREE

82. 1In & civilian career you will be subject to a set of rules and regulations
governing personal behavior in areas such as dress and appearance and
associations with other members of the organization.

A e e e B osCu o eDeovsBoveoePoovoaGooolBooooeolooeaoadeosoaKkK

COMPLETELY UNDECIDED CCMPLETELY
DISAGREE AGREE

83. In a civilian career you will have a retirement program that offers a 20-year
retirement with a monthly pension of 40% of your total salary.

A...B...C.4+.D¢..EBseoefoe.CG..v.t...1.,...3...K

COMPLETELY UNDECIDED CCMPLETELY
DISACREE . AGREE

84. Effective use will be made of your abilities and training throughout a
civilian career.

A.°e.B,..C.,...D...E..F...C.¢.H.+¢.«10....3..4K

COMPLETELY UNDECIDED CCMPLETELY
DISAGREE AGREE

85. Extended separation from your immediate family (if married) or Erom home and 1
friends (if unmarried) is one aspect of a civilian career.

- AeoeoeBoyoCo e oDt EveoF i oGl el T . ek . F
COMPLETELY ) UNDECIDED COMPLETELY
DISACGREE AGREE




86. Your spouse (if married) or your immediate family (if unmarried) nas a
: favorable attitude regarding you having a civilian career.

A e v eB oo ol veobDoeseBoooPoeaobBueoowelleeoeleesdesok x

COMPLETELY UNDECIDED COMPLETELY H
DISAGREE ACREL 1

87. A civilian career will require you to attain positions of increased rank and
responsibility in order to remain a member of your organization.

A e v o B eo ol oeeDeoeEoeeePoeeeloeolleeedloeeddo... .t

COMPLETELY UNDECIDED ’ CCMPLETELY
DISAGREE AGREE

88. What are your intentions regarding staying in or transferring from your
present organization for reasons other than normal PCS?

A+ e oo aBoeeeeCoeweDeeeeBose.e o Foooeeeedt

I definitely I most 1 am I am I am I most I definitely want
want to likely - leaning undecided leaning likely to stay
transfer will try toward toward will try

to trans- trans- . staying to stay

fer ferring

Please rate your degree of satisfaction with leadership/supervision based on the
following description:

. LEADERSHIP/SUPERVISION: My supervisor has my interests and that of the Air Force
at heart; xeeps me intormed; approachable and helpful rather than critical; good
knowledqge of the job.

89. To what degree are you satisfied with the LEACERSHIP/SUPERVISION aspects of
your life?

A...8,..C.¢.6.D...E..0F...6 ﬂ
HICHLY NEUTRAL HIGHLY
DISSATISIFIED SATISFIED

- -

90. To what degree are you satisfied with the relationship you have with your
superiors? .

A. Highly dissatified
' B. Dissatisfied

C. tleutral

D. Satistied

E. flighly satisfied

. 91. What is your opinion of the leadership ability of your immediate supervisor?

A. Excellent

8. Above average
c. Avecage

o. 8elow average
E. Poor

181 ﬁ
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92. What is your opinion of the quality of leadership in the Air Force?

A. Excell~nt

B. Above average
C. Average

D. Below average
E. Poor

93. What is your opinion of discipline in today's Air Force?

A, Too strict

B. Somewhat strict
C. About right

De. Somewhat lenient
C. Too lenient

94. More supervision of member performance and behavior is needed at lower
levels within the Air Force.

A e o o o s e6B oo o aooeoeCoeoeeebD.ooo.oscFE

STRONGLY DISACREE UNDECIDED ACREE STRONCLY
DISAGREE AGREE

95. How often do you and your supervisor get together Eo set your personal
performance objectives?

Ao Never

B. Seldon . '
C. Sometimes '
D. Frequently :
E. ' Very fresquently

96. How often are you given feedback from your supervisor about fouz job

performance?
' A. Never
B. Seldom

C. Somet imes
D. Frequently
E. Very frequently

97. How often does your immediate supervisor give you recognition for a job well
done?

' A. Hever
‘ 8. Seldom

c. Sometimes
. D. Frequently
4 c. Alwvays

98. How often are you given the freedom you need to do your job well?

A. Never

. B. Seldom
C. Sometines
D. Often

£. Always

o

152

. ‘ ’ v C 'Af;

SRR MR At G oAb sl D AT UV e S - indl T .

g




Please rate your degree of satisfaction with equity based on the following
description:

EQUITY: Equal oppbrtunity in the Air Force; a fair chance at promotion; an even .
Break in my job/assignment selections.

99. To what degree are you satisfied with the EQUITY aspects of your life?
A...B.,..¢C...D¢..E...F...C

HIGHLY NEUTRAL HIGHLY
DISSATISFIED SATISFIED

. 100. An individual can get more of an even break in civilian life than in the Air
Force.

A. Strongly disagree
B. Disagree

C. Undecided.

D. Agree

E. Strongly agree

101. The Air Force promotion system is effective (i.e., the best qualified pecple
are generally selected for promotion).

A. Strongly disagree

B. Disaqree

C. Inclined to disagree
D. Undecided

E. Inclined to agree

F. Agree

G. Strongly agree

102. On the same jobs as men, do Air Force women tend to do more, less, or about
the same amount of work?

A. Much more

- — -

B. More
C. About the same
D. Less

E. Much less
B 103. How does your supervisor deal with your women co-workers?

A. Not applicable, there are no women in my unit

My supervisor is a woman and she:
B. Expects more from the women workers than the men
— c. Treats men and women workers the same
. D. Expects more from the men workers than the women
My supervisor is a man and he:
C. Exgects more from the women workers than the men

, F. Treats men and women wockers the same
, c. Expects more from the men workers than the women

153
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Please rate your degree of satisfaction with personal growth based on the following
description:

PERSONAL CRCWTH: To be able to develop individual capacities; education/training:
maxing tull use of my abilities; the chance to further my potential.

104. To wnat degree are you satisfied with the PERSONAL CROWTH aspects of your
life? .

A...B.,.C..¢..D::¢..EB.¢F...6C

HIGHLY NEUTRAL HIGHLY
DISSATISFIED SATISFIED

Please rate your degree of satisfaction with personal standing based on the
following description:

PERSONAL STANDING: To be treated with respect; prestige; dignity; reputation; .
status.

105. To what degree are you satisfied with the PERSOMNAL STANDING aspects of your
life?

A...B38...C...D¢c..,E...2.,..,.06

HIGHLY NEUTRAL HIGHLY
DISSATISFIED SATISFIED

106. The prestige of the military today is good.

A Strongly disagree
B. Disagree

C. Undecided

o. Agree

E. Strongly agree

107. The prestige of the military has declined over the past several years.

r ko s N £

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

-

108. Senior NCCs (E7-E9) are usually given jobs with less rcsponslbxlt:y than
they should have.

A. Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. Strongly agree

LR N ot e Ml < s,

Please rate your degree of satisfaction with health based on the following
description:

HEALTH: Physical and mental well-beinqg of self and dependents; having illnesses
and ailments detected, diagnosed, treated and cured; quality and quantity of
healtn care secvices provided.
109. To what deqree are you satisficd with the HEALTH aspects ot your life?

A. .0 ...€C. ., D¢ .C0¢0¢+F...6C

RICHL? NEUTRAL HICHLY
DISSATISFIED SATISFIED
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: 110. Generally, how satisfied are you with the medical care you received at
: military medical facilities during the past 12 months?

A. Highly dissatisfied

B. Dissatisfied

1 c. Neither satisfied nor dissatist. . - I

D. Satisfied i

€. Htighly satisfied

F. Noz applicable, did not visit military medical facility in past 12
months

111. Cenerally, how satisfied are you with the medical care your children
received in military medical facilities during the past 12 months?

A. Highly dissatisfied

B. Dissatisfied

C. Neither satisfied nor dissatisfied
— D. Satisfied

E. Highly satisfied

F. Not applicable

112. Generally, the amount of time I have had to wait for treatment at military i
medical facilities during the past 12 months has been reasonable.

A Strongly disagree
B. Disagree

C. Undecided -

D. Agree

E. Strongly agree

F. Not applicable

. 113, Generally, medical personnel at military medical facilities are pleasant and
. concerned about patients.

A Strongly disagree
B. Disagree

c. Undecided

D. Agree

E. Strongly agree

114. Approximately how many times did you and/or your children visit a militacy
medical facility during the past 12 months?

P arae - . w e

A, None

B. l=4 times

c. $=8 times

D. 9-12 times

E. More than 12 times

115, Short tours and long tours count equally f(or overseas tour credit. Although
certain overseas areas are more popular than others, given the same tour

; length, do you feel more overseas credit should be given to service in

2 hard-to-man areas than service in more popular sreas?

' A. Yes, 1 1/2 for 1
8. Yes, 2 for 1
C. Yes, 3 for 1
D. tio
c. Undecided

i 116. Yould vou be more likely to volunteer {of hard-tu-man overseas duty if you

could get extra criédit tor such Jduty? °

A. Yes §

B. tio R
H C. Undectded

' : 155
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117,

lls.

119.

120.

121.

FAMILY PATTEPNS:

Overseas volunteers may now specify only a country of choice.

A, Yes
8. No
C. Undecided

“ould you be
more likely to volunteer for ovecrseas duty if you were assured of receiving
the specific base of your chuice?

If you were authorized to apply for an overseas Sase of Preference (BOP),

would you apply?
A Yes
B. tlo

C. Undecided

Would you acceét a hard-to-man short tour if upon completion of the shore
tour you were guaranteed a Consecutive Overseas Tour (COT) in a long tour
area of your choice?

A. Yes
B. No
C. Undecided

If you were informed of all the overseas assignment options open to your
AFSC and grade, would you more likely volunteer for overseas duty?

A. Yes, definitely, I would more likely volunteer

B. Yes, probably, I would more likely volunteer

C. Yes, to a slight extent I would more likely volunteer
D. Mo, I would not volunteer

E. Undecided

Listed below are a number of alternatives for priority matching oversea

returnees to available assignments.

Alternative A

Tst Consigeration:
2nd Consideration:
3rd Consideraction:

Alternative B
Ist Lonsigeration:

2nd Consideration:

Alternative C
Ist Consideration:
2nd Consideration:

Altecrnative D

Tsc Consideration:
2nd Consideration:
3rd Considecacion:

Alternative E

Which alternative do you prefer?

Short Tour Returnees
tong Tour Returnees (Unaccompanied)
Long Tour Returnees {Accompanied)

Short Tour Returnees and Long Tour Returnees
(Unaccompanied) congidered equally
tong Tour Returnees (Accoampanied)

Short Tour Returnees

Long Tour Recurnees (Unaccompanied and Accompanied)
considered eyually

Long Tour Returnees (Unaccompanied)
Remote Tour Returnees
Long Tour Recturnees (Accompanied)

AT oversea ceturnees receive equal consideration

a spouse.
children,

122.

e s e - @

My spouse is:

- OQuestions 122 tu 134 acre to be completed only by those who have
Juestions 135 to 144 ate to be completed only by those who have

A. Militacy (USAF)
3. Militacry (Cther)

C. Civilian

T W ST WP AL T g M re gy T4 i © S g =
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123, My spouse has a career or is pursuing 3 career in thev sensc that he/she has
prepared himself, /herself with special skills, has a commitment to that line
of work and has some future plans for development of that caruer.

A Strongly disagree
B. Disagree

C. Undecided

D. Agree

E. sStrongly agree

' 124, what is your feeling toward your spouse having a job/career?
A. Prefer my spouse to work outside the home
B. All right as long as my spouse prefers to work and there are no
seriously negative effects
cC. No opinion
- D. Would prefcr he/she not work cutside the home
E. Prefetr my spouse not pursue a career

125, Would you say that your spouse's career is compatible with your military
career? -

A. Very compatible
B. Somewhat compatible
C. Slightly compatible
D. tiot compatible

126. NHave you ever mentioned your spouse's career tO your resource manager either
in discussion or on your assignment preference tform?

A. Yes f
- B. No 1

127. Resource managers should consider civilian spouse's career when assigning
the military member.

A. Strongly disagree
B. Disagree : -4
c. Undecided - ;
D. Agree

E. Strongly agree

¢ ———— - - -~

128. ilow many times have you been secarated for more than a month from your ;
family s a result of your militacy duty?

‘ A. 0

H 8. 1-2
] C. -4

; 0. 5=6

E. In excess of 6 times

, - 129. “What is the primacy reason your spouse works outside the home?

A Hlead Oof household

8. Required income

<. tiice to have extra income

D. Independence

E. Self-estoem it
' f. Enscyment in work itselt g

G. Parsonal desire to work .

H. tot applicavle, spouse does not work ocutside the home

-
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130.

If yoy are a two-careecr family, how many years have you maintained the two-

career tamily lifestyle?

131.

132,

133.

134,

A. 1l but less than 2 years
B. 2 but less than 3} years
C. 3 but less than 4 years
D. 4 but less than S years
E. More than 5 years

Hlow many hours per week does you: spouse spend on the job?

A. Less than 40 hours

B. 40 but less than S0 hours

C. $0 byt less than 60 hours

D. Qver 60 hours

Independent of your spouse's feelings about an Air Force career, which would
you prefer?

A. To stay in the Air Force until retirement

B. To leave the Air Force before retirement

C. Undecided

Have you and your spouse agreed upon his/her career plans?
A. Yes

B. No

Have you and your spouse agreed upon your career plansg?

A Yes .

B. Mo

Questions 135 to 144 are to be completed only by those having children.

13s.

136.

137.

118,

Are you a sSingle member parent?

A. Yes

8. tio

flow many children do you have living at home?
A 1

u. 2

C. 3

D. 4

E. More than 4
What is the age ©of your youngest child?

A. Preschool 0-5 years

8. Young school age 6-12 years
Cc. Teenager l113-]18

D. Qver 18

Would you use a professionally run childcare Eacility wnich was available
for use 24 hours a day whenever you needed 1t?

LD Yes
8. tio
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139. 70 what degree would you say you need such a facility?

A. To a great extent : )
B. To some extent . !
C. Maybe

D. To a little extent

E. Not at all

Listed below are a number of factors which may represent your abjections to {
overseas duty, Use Items 140-144 vo rank yoyr objections. First, select the .
reason which represents your most important objection and mark the appropriate to:
letter on your answar sheet for Item 140. Then select the second most imporrant P
season and continue ranking until the least important reason is marked for Itea o

l44.

A. Financial costs (costs of relocation, living overseas or loss of
additional income from second job/spouse’s employment).

B. Family considerations (school, medical care, separation from pacents,
ete).

C. Quality of life overseas (housing, support facilities, cultural
differences).

D. Inability to have amy spouse/family accompany me.

E. I'm satisfied where I am and don‘t want to move.

F. A veason other than those listed above.

140. first ranked reason (most important)
141, Second ranked cteason

142, Third ranked reasan

143, fourth ranked reason

144, Fifth ranked reason (least important)

—
amtr—
——
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APPENDIX B
LIST OF WEIGHTS UTILIZED IN ANALYSIS




1977
List g£ Meights Used in Analysis

Enlisted Personrel

Total Sample Weizhting
Crade Strength Strength rector
CHSGT 4727 790 5.08
SISGT 9502 764 12,44
L HSGT 33569 801 4y .91
TSGT s5102 667 82.62
SSGT 96557 675 143,05
SGT & SRA 117201 626 187.22
AlC 94690 782 121.09
f AN 26932 202 182.82
AB 29598 521 56.81

B L L

MOTE: Varrant Officers were not used in weighting criteria,




1977
List of Yeights Used ir Analysis

Male Officer Personncl

Total Sample Yeighting

Grade - Race Strenpgth Strensth Factor

Col - B 76 16 4,75

Col -~ W 5264 771 6.86

Col - 0 33 17 2.06

Lt Col - B 179 29 6.17

Lt Col - V 12310 818 15.16

Lt Col - O 107 27 3.96

Maj - B ’ 397 64 6.18

Maj - ¥ 17820 528 28,37

Maj - O 197 25 7.88
; Capt - B 897 94 9.43 :
5 Capt - W 36692 629 58.33
E Capt - 6 319 40 1.97
} 1Lt - B 557 56 9.95
il 1Lt - ¥ 10277 451 28,70
‘f 1Lt - O 113 32 3.53
% 2Lt - B 488 62 7.87

2Lt - W 5695 386 7.34

2Lt - 0 103 38 2,71

LOTE: B = Black Ethnic Baclkground
W = White Fthnic Rackground
O = Other Ethnic Backgrounds
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1977
List of Weiphts Used in Analysis

Female Officer Personn:l

Total Sample Weighting
Grade - Race Strength Strenath Factor
Col - B 2 2 —
Col - Y S0 15 3.22
Col - O 0 2 —
Lt Col - B 16 8 2,00
Lt Col - ¥ 282 25 11.88 i
Lt Cel -0 2 5 —-—
liaj - B 40 10 4,00
Haj - % 570 43 13.25
laj - O 20 14 2,14
f Capt - B 86 10 8.50
4: Capt - W 1785 90 19.83
; Capt - O 28 a1 2.54
3 1Lt -1 123 22 6.04
1Lt - W 121% 105 a2,82
: 1Lt - 0 13 15 -
2Lt - n 26 22 4,30
2Lt -~ i 733 87 2.36
2LE - 0 14 19 -
NOTE: B = DBlaciz Lthnie Aceiimround
W= ihite Hithnic {necipround
0 = Other Eihnic lacliyrounds
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" APPENDIX C

LIST OF INTERACTIVE TERMS USED IN THIS STUDY

————— - g
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List of Interactive Terms Used {n this Study !

Interactive Term Components !
Q6 Job Satisfactfon & Job Autonomy ?
QH Job Autonomy & Health Care
Satisfaction
QI Health Care Satisfaction &
Insti{tutionalism
QJ Institutionalism & Economic
Standard Satisfaction
1] 4 Economic Standard Satisfaction
& Free Time Satisfaction
QL Job Satf{sfaction & Health Care li
Satisfaction !
QM ’ Job Autonomy & Institutionalism |
QN Health Care Satisfaction &
E Economic Standard Satisfaction -
' Qo0 [nstitut{dnalism & Free Time
B Satisfaction
} Qe ~ Job Satisfaction & Institutiomalism
' QQ Job Autonomy & Economic Standard
Satisfaction
5 QR Health Care Satisfactfon &
Free Time Satisfaction
Qs Job Satisfaction & Economic
: Standard Satisfaction
QT Job Autonomy & Free Time
‘ Satisfaction
' Qu Job Satisfaction & Free Time

Satisfaction
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